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ABSTRACT 

This report focuses on measures that can be taken by 
school boards to give recognition to their staff and improve the 
quality of their employees' working life. The report is based on the 
findings of a survey done by the Canadian Education Association, to 
which 103 out of 224 school boards responded. The first section 
describes ways of recognizing staff: recognition for long service, 
letters and cards of commendation, media publicity, school system 
publications, awards and gifts, certificates, recognition events r 
professional development, and educational or personal leave. The 
second section details recognition for long service. The third 
section looks at how school boards foster a climate tht enhances 
human relations among school board staff according to survey 
responses. The fourth section briefly describes alternative measures 
under consideration. Appended are (1) a list of school boards 
participating in the survey; (2) samples of recognition awards; (3) 
sample policies, guidelines, and procedures; and (4) sample goals for 
estabishing personnel policies and regulations. (SI) 
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INTRODUCTION 



In 1986 the CEA publidied Marketing the School System : Building Public Cotfidence in Schoob. This 
rqxm offeml tips on what positive mea^ires school boards cmdd take to eidiaiKre their image with the gen^ t^blic 
ami with the media. It emphasized what school brairds were ctokiig to he^ the community feel pc^tive about the 
educational system. Now, in 1988, school boards have launch^ many marketing programs and ^ focusing greater 
attention cxi one of tl^ir greatest assets — their staff. Hiis report can be seo) ^ a comptement to Marketing the School 
System, since giving reception to staff goes hand in hand with aii effective marketing campaign. Enthusiastic 
employees convey to othos, both in and outside the ^iK^ational sy^em, their positive feelings about working for a 
particular school board. They carry a message that nxH^y can*t tHiy. 

As this repcHt describe, recognizing staff can be done by a vai5ety of methods sich as honouring periodically 
a few employees through formal awards, recognizing them publicly aiKl regularly ^ board of trustee meetings at in 
the school board newsl^ter, as well as informally and privately thnough lettei^ and cards. One slogan that appears 
in a Hamilton Board of Education staff new^etlcr Hamilton Public Schools — We're Proud of the People Who Make 
Them Great ! aj^y captures the feeling that people make the difference. School boards and their schools must show 
leadership in giving recognition to employees iot notew<^y ach^vemenfs as well as fostering through their actions 
and attitudes a climate that enhance human relations among school board staff. Making employees f(^l valued, 
making them feel that what they do and think is important, increases staff mcnale and goodwill and creates more open 
communicaticxi that only help to benefit the school system. 

In October 1987, the Canadian Education Association sent out 224 questionnaire to fmd out how school 
boards give recognition to staff and how they foster a climate which enhances human relations within the school 
system. All CEA Information Service Boanls received a questionnaire as well as randomly selected school boards 
in each province and the Northwest Teiritories. The survey consisted of four parts : 1) what measures the ^hool board 
unttertak^ to give staff members recognition; 2) what kind of recogiution it provide for employees who arc retiring; 
3) how it fosters a climate that increases staff morale and goodwill; and 4) what measures in these three areas are 
currently being consider^ by school boards for implementation, A total of 103 school boards responded to our 
survey (45%). 





Questionnaires sent 


Replies returned 


Northwest Territories 


3 


0 


British Columbia 


30 


14 


Alberta 


30 


17 


Saskatchewan 


19 


6 


Manitoba 


20 


12 


Ontario 


40 


24 


Queba: 


31 


8 


New Brunswick 


15 


14 


Nova Scotia 


16 


3 


Prince Edward Island 


5 


2 


Newfoundl^d 


15 


3 


Total 


224 


103 
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In many mstttices, schod boanis ffl^^ 
looked fonvard to our findings. This report is hased on the 103 quesdonnaiies we received Many measures are 
(^montyusedbymost^liocd systems, bittaimmberffie uniqoeami^Kxild interest aU educators who ^ 
in the scfaod system a clim^ in which effom and accompli 
in st;^ a feeling of pride, enthusiasm mid a faiowledge tt^ 



Suzanne Tanguay 

Iftformation Officer 

Canadian Education As^iation 



HOW DO SCHOOL BOARDS RECOGNIZE STAFF? 



In the past few years, school boanis are placing greaier emphasis ai undeitaldng measures which give 
recognition to their staff. Recc^ticm may be given to iixlividual employe fw a vari^ of redsons, whett^ fm 
achievem^t, effcm, innovative ideas, initiMive, or to ^ployees, who, because of the way ttey cairy out their jobs, 
enrich the learning and woridng envircmment for otter staff and ^udents* Building on the ^Kxesses of staff and 
diss^inating news of their accomplishmmts serves mn only to iiK:rea$e that paiticular individuates morale but also 
projects a pc^tive message to staff, students, and the onnmunity that good things are happening in this sc1kx>1 system. 
As this type of good news imreases, the teaches and detents feel thai they are truly pan of a 'Nvinni^ 

In the past« most d[ the attention given to recc^izmg staff has been fw teacter excellence. Generally, formal 
w^ys of rewarding excellence were propc^cd such as awards for '*teacher of the year** or mon^ary incentives such 
as merit pay. These particular methods have been a source of controversy. Singling cHit or^ individual fnm among 
hundreds for ^)ecial recognition is smietimes seen as having a more negative impact dian positive. For examine, at 
Lakeland Public School District No. S460 (Bonnyville, Alberta) an attempt to implement an outstanding emi^oyee 
of the year award has been abandoned. The presentation of a district award of excellence to two employees (cme 
teacher, one custodian) in Sept^miber 1986 created considerable staff dissatisfaction. The board ctoteimined that the 
recognition was anti-productive. 

Of course, recognizing some individuals has the potential of creating negative re^tion — this occurs when 
the individual is perceived by others to be nm wcHthy of the recognition or when the {HXKess by which individuals are 
selected for ^>ecial rec(^ition is not deemed to be fair. However, such situations btc not common and measures 
from school systems to honour employees and studoits have been increasing. These measures recognize the 
leadership of the individuals honoured and have a positive cffcQi on staff, students and the community. In some ways, 
this recognition become a compliment to the employer as well since it focuses on the many positive things 
happening in the school system and smes to improve the morale oS staff. 

The Calgary Catholic Board of Education published in 1 985 a repent on Recognition of Teacher Excellence. 
The board had conducUxl a Can^-widc survey of one hundred of the largest school boards in Canada to Ond out 
to what extent they were involved in recognizing teacher excellence. The results of the 65 responding boards indicated 
that no board granted monetary rewards for teacher excellence and few Canadian school districts used non-monetary 
awards as a means of recognizing teacher excellence. M(Aivation and recognition for performance could be achieved 
without spending large amounts of money and without additional r^>onsibilities ix organizatimal changes. 

This report*s objective is not to describe solely wiiat school boards do to recognize excellence since that term 
is too often associated with very formal methods of recognition and is often restricted to only a few staff members. 
Many of the measures described do apply to outstanding employees who have demonstrated excellence in their work. 
We also present ways m which school boards recognize any employee who has done or is doing something of value, 
something to be proud of. 

Popular Ways of Recognizing Staff 

According to our 103 questionnaire respondents, the most frequently mentioned methods used (a 
recognizing sirif are, in oixicr of importance : 
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1) 
2) 
3) 
4) 
5) 
6) 
7) 
8) 
9) 



Recognition of long service 

Letters and cards of comn^sndatkni 

Media puldicity and boIhxA system publicaticHis 

Awaid^ifts 

Recc^tiOT at school boaid meetings 

Certificate 

Recognitiai evmts 

Ftofe^ioiial devetopmcnt c^qximmitie^prakers' Bureau 
Leave potides 



Recognition of Long Service 

The mc^ comnK>n way school boards itcognize their staff is 
and kHig-service employees. A section <h) recognizing Icmg service and letiring ^ployees is found inthisiepoit 

Letters and Cards of Commendation 

An inexpensive but mmrh api^^iated way of recognizing staff is personal notes or cards sent by the director 
of education, ch^rman of the board trustees, siq)e7visors, a {Hincipals. Letters of commendation are usually sent 
fcH" academic, professkmaU a&letk: (x cultural ^rhiev^nent, community involvement, swcess and tead^rsh^). The 
River £a^ School Division No« 9 in Winnipeg seiKis a letter of appneciation to any employee who provide 
outstanding community service beycmd his or her mnnal division reqKmsibilitie& At Foothills School Division No. 
38 (High River, Alberta) a ^)ecial letter is sent lo ^ch employee beii>g recognized fcH* providing meritorious service 
to the divisKHi, community or proviiKC. As well, a photogr^ and ^)propriate description is printed in the annual 
report to the iatei»yeis. 

Regina School Divi^cHi No. 4 sends pei'^mal thank you notes with the board logo to individuals for a 
variety of cmtributkHis. The Hamilton Board of Educmion has created its own personal A Compliment for You"* 
and Xongratulatic»is'* cards which are sent to deserving indi vkluals by the board chaiqierson , the directed and other 
officials. In additKHi, Christmas cards are sml from die diiectcH* and board chairperson to recognize various 
employee groups (i.e., caretato^, cleaners, educational assistants, etc.). 

All teachers who receive a good ot excellent teaching evaluation receive a personal letter from the 
superinteiKient of schools at Terrace School District No. 88 in British Columbia^ Several school boards also 
mentioned that the siq)erint»K^t$ write tetters of acknowledgement to teachers who have nxeived a complimentary 
performance assessment As well, some school boards place letters of commendation to staff members in the 
emptoyee's recwds. 

SaskatchewOT Valley School Divsion No. 49 (Warman) implemented a program two years ago designed 
specifically to recognize school ^aff. A central office (^ployee selects a contact person in each school to act 
anonymously and submit information on ^aff who d^erve recognition. Then, a handwrittoi card of thanks called an 
'^orchid** is prepared and sent to the individual. The reason for sending the card may be that a staff member did a good 
job of coaching an extra-curricular activity m helped someone else in planning a project, a caretaker tended to some 
small )cb above the call of duty or a bus driver shared supervisory responsibilities on a field trip. The objective of 
the im)gram is that every employee receive at least one orchid each year. 

Media Publicity and School System Publications 

The tliird mc^ popular way to recognize staff by writing about them in school system publications. 
System-wide rea>gniti(»i is made primarily through newsletters, director's bulletins, annual reports, press releases, 
newspaper ads and articles. 
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Annual Reports 



Articles cm excepdcHtal achievemem may be add^ to the annual rqxm which is circulated to schools and 
ratepayers. In son^ school districts the anni^ rqxnt is di^ributed to all homes in the city. Regina School DivisicHi 
No.4's annual report contains articles about staffand staff groui^ who are dcvdc^ing 

It also highlights the programs currently offered and credits teacters for their ccHitribiUioDS. Tte annual rqxHt of the 
Commission scolaire Baldwin-Cartier (Montreal) contains a section thai lists the names of employees and stud^ts 
who have distinguished themselves in an activity in education or relate to it The names of those who are retiring and 
those who have completed 25 years of service are also included. 



Meitia PubUcUy ami Ads 

Local newspapers have long been an exceltent s(Hux:e of publicity fc^ the school system. In most 
c(Mnmuniti^ the local press will react enthusiastically about aiticles describing the outstanding achievements of 
school board personnel. Fostering a mutually beneficial relationsliip with your local m^Ua should certainly be a 
communications piwity with your school board. Regular contact with the media, either by telq)h(Mie, through press 
releases^i^ess conferences or personal visits keeps them informed of tl^ latest h^)penings. Giving the media leads 
for feature stori^, inviting them to ST>ecial occasions and providing them with the information they neal encourages 
them to write articles or produce radio or television segments on your ^ool system. 

Although school boards are more aggresive today in seddng publicity from the local media, they are also 
increasingly ready to pay for media coverage by buying space w air time in newq7a9)ers, r^o or television to get 
the message they want across to the public. For example, the Hamilton Board of Education places newspap^ tributes 
in the local paper to recognize at least one outstanding member from various employee groiqjs each year. A newspaper 
ad which includes a jHcture of the individual is purchased by the board. The ad is reinoduced from tl^ staff publication 
School Team Newsletter. The eight employees so honoured eadi year have been nominated by principals and 
selected by a subcommittee of the board*s public relations committee from e^h of the eight employee categories. 

Staff members of the Ottawa Board of Education are periodically featured in advertisements placed in local 
papers. For example, two different principals recently appeared in ads entitled "What Makes Public Schools Great/' 
""Wecare" and "Welisten/' Employee comments crfien appear in advertisements and public servk:c announcements 
regarding the city-wide professional develoimient day. In the past, school seoetaries were highlighted during 
Education Week. Schools encourage their neighbourhood newspapers to profile staff members, who often live in the 
immediate community, and the ma^ daily newspapers also occasionally do feature articles. 

As well as placing ads in new^pers, once a year many school boards pay to have a flyer q€ newsletter insert 
placed in the local newspaper. Through these annual newspaper supplements, boards endeavour, in addition to 
providing basic information about the upcoming school year, to give recognition to staff, award recipien*^, and 
commend unique programs, and special events. 

School System Publications 

Sc1kh)1 board and staff newsletters are emphasizing the fine achievements of employees and students. Staff 
newsletters are an ideal vehicle to recognize the accomplishments of staff. They fosta* in staff a sense that good things 
are happening in their school system, that achievements and dedication are nodced and appreciated. In some school 
districts, the superintendent or director issues a bulletin in which he or she compliments staff; for example, a monthly 
feamrc in the superintendent's Bulletin in Nanaimo School District No. 68 is a XONGRATULATIONS!** column 
where significant employee contributions are applauded The Edmwiton School Board publishes Good Things Are 
Happening in EdmoMon Public Schools and this publication is distributed to the local media and to schools. 

The Ottawa Board of Education publishes both a French and English four-page monthly employee 
ncwslcUcr which looks at board news, personnel changes and opportunities, workshop, seminars and career 
opportunities and contains mini-profiles of employees and public relations tips. It is targeted to the needs and interests 
of all employees, be they leaching or non-teaching. Employee achievements, such as project initiatives, promotions. 
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appointments, r^iremcnts, and extracurricular activities are continiKHisly highlight^ at the discretion of the edito: 
and public relations officer. 

In the staff newsletter of St James- Assiniboia ScIkx)! Division No. 2 (Winnipeg) recognition is given to staff 
accomplishments from news turns submitted by school (^incipals (five to ten photogr^s and ^30 names in each 
monthly issue). North Yoric Board of Education has an in-house jniblication for all starff , Boar<f s Eye View , primarily 
to reinforce and share all good things that are h^[^X2ning across tl^ system and to raise staff morale. Staff are 
regularly profUed and it is well received and ccmsidered a valuable publicaticH) by employees. The stafT newsletter, 
published twk:e a month at the Lambton Board of Education (Samia), features staff achievemmts: the monthly report 
from the dir^rtffi- to the board is entitled Achievements cf Su^ and Students. A monthly district bulletin at District 
No. 10 in Chatham* New Brunswick, has feature articles m new te^ers with photos and detailed interviews as well 
as qjecial notes by each district school 



News Releases 

Usually, when an employee distinguishes himself or herself, it is brought to the attention of the local media 
through a news release* News releases publicly recognize outstanding accomplishments and high level appoinunents 
and are widely distributed to media as well as other community organizations. Care should be given to making them 
as visually appealing and interesting to read as possible. 

Awards and Gifts 

Awards have tr^tionally been a way to recognize outstanding employees. Our survey revealed, however, 
that there arc mixed feelings about awards. School boards that have recently implemented awards have shied away 
from presenting only one or two awards. Rather, they have a number of categories in which several winners may be 
selected in each caiegc^. 

Fort McMurrary Catholic School Board's Excettence in Education Awards 

Oie of the most innovative awards system that we learned about through our quesiicwinairc was implemcmud 
by FcHt McMurrary Catholic Schools. In 1987, the board began its first annual **Excellence in Education Awards" 
rccq)tion dedicated to bringing ra:(^ition to staff, students and community members who have made an outstanding 
contribution to excellence in education within the city. The awards are presented during a gala evening in June and 
all staff are invited to attend. The program begins with a wine and chw^ reception followed by remarks and 
presentation of awards, plaques and certificates.The purposes of the awards arc: 

1) To recognize the important role that oiu' schools play in the life of the community and the imp(^rtancc of local 
citizen interest in and support of education 

2) An occasion for public recognition of outstanding academic and teaching performance in the classroom 

3) To honour studwits and educators who represent the call to excellence 

4) To continue and expand a climate in schools \hat focuses on excellence 

5) To serve as an incentive for others in the schools to continue their professional develq>mcnt wi!h emphasis 
on excellence in teaching 

6) enhance the community image of. and respect for, educators 

7) To create a positive feeling and a sense of accomplishment for the conuibutions of individuals who work 
within the field of educ^on 

8) To recognize publicly educators, suppon staff, voiantecrs and local businesses for tlK^ir professional excel- 
lence as well as their interest in and support of educational excellence in the Fort McMurray Catholic 
School Board. 

A total of 14 individual awards and nine team awards arc presented. Twelve of the 14 individual awards may 
be won by school board staff. Th^ program booklet for the Excellence in Education Awards reception contains the 
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name of each award, its purpose, all nominees and winners. Vx^jtc, briefly described, arc the awards that staiT are 
eligible to receive. 

The Educational Leadership Award recc^izes an administrator who has a clear, integrated philosc^y of 
Catholic education and demonstrates effective educational leadership. The Champion cf Learning Award ictentifies 
excellence in teaching and recognizes outstanding teachers who ^serve peer and c(Hnmunity st^gnition for showing 
initiative, creativity and an exceptional degree of professionalism. The Venture Award recognizes and acknowledges 
an individual who be^ supports or assists the goal of ediK:ational excellence in Catholic schools. The Educational 
Office Employee of the Year Award recognize outstanding effcHt by an office employee in a secrei^ial position. The 
Helping Hands Award recognizes school and district support staff who play an important role within their facility 
and denK>nstiate effort beyond what is deemed satisfactcHy. The Intrapreneurship Award recogtiiz^ an individual 
or a team of not greater than five individuals who has created, designed, developed, enriched m revised a special 
program which has enhanced and improved the educational process within the districL The Most Promising First Year 
Teacher Award rwrognizes the Catholic school district's moA out^anding novice teacher. The Meritorious 
Attendance Af^a^d recognizes any staff member for perfect attendance. The Ambassador Award recognizes 
individuals who are involved in and effectively and enthusiastically represent Caiholic schools in the community. The 
Christian Values Award recognizes a staff member who is most outstanding in his or her support of the boards' s 
values; in particular that essential value that every child is a gift of God r/i^rr^etjfZ^^^ provides recognition 

to staff, trustees, and/or community members who have provided distinguished service by making an extraordinary 
contributicMi to excellence in education in the school district Finally, The Ejura Miler Award recognizes staff 
members who put in extra unsolicited time; who are devcHcd to the cause of excellence in education. 

In addition to these many awards, two other unique awards were presented by the Fort McMurray C?tholic 
School Board in 1987. The board believes that one of the key contemporary management styles involves visible 
management. This can come in two forms: 

• Management by Wandering About which entails a dedication by senior and central personnel to have frequeni 
informal sessions with employees at all levels of the (M^anizalion. 

• Management by Walking About is known as the one-minulc management approach. Essentially this involves a 
visit by a manager to each of his or her cmf^oyees normally each day for a brief period of lime, to confer, to give 
feedback and provide explanation or assistance. 

It takes considerable effort to become people-orienled rather than desk-oriented, to unseat oneself imirx the 
office and wander around the organi/^on or within the school building. The best run organizations seem to cxcmpl ify 
this trait. The superintendent of schools at Fort McMurray Catholic Schools believes that both these styles need to 
be promoted. Therefore, two awards to different individuals who exemplified the characteristics of these two types 
of managen^ jnt, one at the central level and one at the school icvel, were made available during 1986-87. 

iMkeshort School Board A ward of Merit 

In order to provide a mcasun? of of ficial recognition to its employees, the trustees at Lakeshorc School Board 
(Montreal) established the "Lakashore School Board Award of Merit*" which is grantc^l annual ly U) no more than fi ve 
employees who have demonstrated outstanding performance in the service of students. Thrrc arc no fixed categories; 
however, the nominated individuals must have jsx)vidcd outstanding performance which, in the school council's 
opinion, is deserving of this ilighest form of recognition. A Lakeshorc School Board Award of Ment mfonnation kit 
is disuibuted to all schools and board offices. It contains: 

- The Chairman's memorandum to the chairperson of the School Council 

- Guidelines for the Award of Merit, suitable for reproducing as a handout to staff 

- An enlargem^Tii of the guidelines for the Award of Merit, suitable for posting on a 5?taff noticx! board 

- One set of nomination papers ( three pages) 

- One envelope address^ to the Chairman, Award of Merit Committee, for returning nomination papers. 

Anv employee may be nominated by peers for activities or contributions deemed responsible for ihc 
betterment of students. A panel selects the recipients who are honoured with a plaque at a public dinner. Five aw ards 
of merit are given each year. Criteria for selection include contribuuon to the education of students, contribution U) 
the community of the school board, and representing the goals of the school board in an exemplary fashion. 
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A new piogram "Showcase ofExc^eiKC^'M the I^Boarf uion (Missisauga, Oitario) hOTours 

staff, ^udents and manbers crfthc cOTimunity fw their COTtribution to publk: oiiKatiM, The Showca» of Excdtencx. 
evening kicks off Education Week in tlw r^on and theiefwc receives the b^iefit of not c»ily inieamal publicity, since 
all schorls are geared up for that wefjk, but also external publfcity as well Three f ypes of awards are givra out to a 
number of recipients. The Commumty Service Award is for excellence in cunmunity service and is given to students 
(X staff memtm who not cmly demonstrate excellence in the schod bttt make exemplary cc^itributicms to the 
comniunity thmugh extia-cunicular activities or volunteer wnk. The School Ltfe Award is for excellence in school 
life and is given to ^udents or staff monbers who ctMitribute to the overall well being of the schooi. The purpose 
of this award is to rea>gni2e individuals or groups who contribute in ways that are beycmd ordinary expectations. The 
Special Service Award is given at the discretion of the selection conunitlee to individuals or grcmps from within the 
school or the school community who have made a unique omtribulicMi to public education in the Region of Peel 

Each superintendent in a field office plus special units may submit confidentially a maximum of six names 
for each of the awards snd the Awards Committ<» chooses one rcinesentativc in each category to receive an award. 
The criteria for setectfon help to achieve a cross-sec ticHi of represoitatiOT from the board: mal^female; elementary/ 
secondary; multicultui-al; grade/level; studcnt/tcacher/othcr employees, etc. The award is a plaque, which is presented 
at the Showcase of Excellence evening in April . Each superintendent submits a brief description of the award winners 
from his or her area for inclusion in the inogram. 



Sesgukentennial Awards 

The Toronto Board of Education's Sesquiccntennial Awards were esiaWished in 1986 to recognize the 
distinguished contribution which tht staff of the Toronto Board of Education have made to the quality of life in that 
city since its incorporation in 1834. Eight recipients are chosen armually: two (one teaching and one non-teaching 
stafO from each of the board's four administrative areas. 

Candidates are nominated by students or parents of the Toronto Board of Education on a nomination form 
made available annually to schod ccwnmunities. The selectk)n is made by Sesquiccntennial Award Canmitlces in 
each of the board^s four administrative areas, A fram^ certificate sign^ by the chairperson of the board and by the 
director of education, and featuring the board*s Sesquiccntennial logo and the criteria for the award arc presented to 
the recipients either at the inaugural board meeting or at the last board meeting in June. The event is publicized board- 
wide and community-wide through both internal and external jHiblicalions as well as community newspapers. 



Other Achievement A wards 

Every year the CommissicMi scolaire du Sault-Saint-Louis (Montreal) organi/^es for students and staff an 
evening to celetwrate exceptional achievements on the academic, athletic, and administrative level. The main purpose 
is to encourage excellence and the achievements of about 100 persons arc honoured each year. Plaques or trophies 
are presented to recipients who arc selected according to the recommendations of teachers, principals, and 
superintendents. Recipients, accompanied by members of their family and their immediate superior, are hosted at the 
board office for a meal. The entire event is publicized by the local newspaper and the mc^ia coverage has a very 
positive impact on students, staff and the community. 

The Scarborough Board of Educatiixi's A.S* Taylor Award, in recognition and honour of Anson S. Taylor, 
director and secretary-treasurer of the Scarb(K0Ugh Board of Education from 1961 -77, is presented to individuals who 
have m^e outstanding contributions to education in Scarborough. The contributions may have been made on a single 
occasion or spanned many years. Those nominated for the award are considered in three categories^ 1. teaching and/ 
or non-teaching employees of the Scarborough Board of Education, 2. students enrolled in any school under the 
board's jurisdiction, and 3. residents of the Scarborough community not employed by or enrolled with the board. 

The award may be made annually at the final board meeting of the school year or in conjunction with some 
oUicr function such as the 25- Year Club Dinner or the Retirement Reception. The award consists of a special medal, 



or a scroil, or both. A distinctive painting, sculf^ure ch* other personal gift may be used as an altmati ve or additional 
awari. The total coA of each award is about $300. 

The Commission scolaire de Chicoutimi highlights in a tangible way the effort at excelleiKe furnished by 
students and staff by awaixling two prizes call^ SujHa and M^ritas. The Supra is given annually to a stiff member 
or to a group of employees and to one sbident or group of students, and the M^ritas is given to groups (tf students. 
Supra recipients receive a $300 cheque that is prraenied by the board chairperson and vice-chairperscxi on the 
recommendation of the selection committee during a special event organized by the board. The selection committee 
consists of one rcpr^entative from the board of trustee, one student, one representative from each personnel 
category, and the secretary general who acts as chairperson. 

It chooses the finalists based on criteria that as^s the quality of the contribution in woilc or in paraprofcs- 
sional ^tiviiies that took place during the school year. Ihc cmtribution may be recognized for the following reasons: 

* Highlighting oik • -^rea of work by one's involvement in an activity 

* An active partici}.^ cii in an innovative activity or proj^t 

* A noteworthy conuibution to a particular event or to program devel<^>mcnt 

* A sustained efTort tows*^ the attainment of a personal or communal objective 

*A distinction or rxxjognition obtained asaresullofpaticipatinginanacademicathletic, cultural, religious or 
community cv^ait 

* An exemplary conduct or action. 

The principal method of recognition at the Commission scolaire rfigionale de la Chaudifere (Vilk St- 
Georges) is the annual presentation to one employee of an excellence award by "La Fondation du m&rite scolaire de 
la R6giona!e Chaudiferc Inc.,*" a foundation created by the school board. The award underlines a imicular 
accomplishment during the year or a career accomplishment by a member of the school board staff that has significant 
implications for the entire community. The recipient will have either demonstrated creativity in his or her woric, taken 
interesting initiatives in education, or demonstrated excellent wcMk during several years. A gift and a cheque for 
between $200 to $500 is presented at a gala evening attended by employe, students and membCTS of the community 
as well as the mediaThe purpose is not to reward the "be^i" school board employee but to underline the merit of a 
person who has distiriguished himself or herself by creativity, initiative or excellent work. A committee fcxmcd of 
representatives from union or employee associations and from school administrators selects the recipient. 

The St. Bcmiface School Division No. 4 policy mmiual states " The board appreciates the diligent effort made 
by its employees in achieving school division goals ami objectives. The board is aware that there arc exceptional 
achievcmc4Us and contributions made by persons representing our schools, which favourably reflect on the whole 
character of the division. The board further recognizes the loyalty and long-time service of its employees." To give 
official recognition to outstanding achievements, the board has established rcgulatiOTS for giving awards and a dinner 
in their honour. Awards are given to employees and community members in two categories: awards for professional 
staff (teachers, in-school administrators, and central office pedagogical stafQ and support staff (clerical, janitorial, 
transportaUon nmintenance,instnictional aides, tether aidesand mid-manager Rcxripicnis will have 

made an exceptional contribution in more than one of the following areas: professional competence, program 
innovation, volunteer woric (commiuecs), extra-curricular activities and community service. TTk awards, consisting 
of engraved plaques, are presented annually and there are not more than three awards in e^h of the two categories 
in any year. A selection committee consisting of board members, administrators, non-teaching and teaching staff and 
a parent, circulates copies of the nomination forms to all school and board offices and makes the final selection. 
Each year, nicmbers of the Executive Council at the Carlcton Board of Education may nominate a single candidate 
from acade .x, administrative or support staff for the Director's Citation. A plaque is awarded for outstanding 
significant contribution, probably over an extended period of time, showing ? level of imagination, enUiusiasm and 
professionalism that constitutes a worthy model for others. The plaque is presented annually by the director of 
education. 

The Dryden Board of Education in Ontario has a policy that recognizes outstanding achievement erf staff 
members and students in tl»e field of education as well as for special services performed by parents and community 
volunteers. All board employees, Uiistees, and members of the educational community arc invited to submit names 
and supporting infcnmation on outstanding achievements or special services to the office of the director of education. 
The board Recognition Committee reviews the applications and makes recommendations fot awards to the hoard of 
tmstces. The awards are presented annually at a June recepticxi. 
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The Y«1c Region Board of Education gives two major awards out each year. The Outstanding Service Award 
established in 1981, md the ExcelleiKe in Education Award, established in 1984, are presented to individuals in the 
board and in the community who have fiml^red the board's goal of excellence in education. Usually four awards are 
given in each of the board's six ^eas. The names and letters of nominees are submitted to die Excellence in Education 
Conunittee, the body responsibte far deciding the recipients. Commiliee members include trustees, area representa- 
tives and the board's information officer. Those eligible arc from any one of the following categories; secretarial/ 
custodial; teaching; support staff; school liaisOT, smih as teacher aides, bus drivers, crossing guards; parents; and 
business groiqjs. These awards arc given once a year at a board meeting and recipients receive a plaque with the board 
ciest and their name on it 

Where applicable, the LtMidon Board of Education nominates siq)erintendents» i^incipals, teachws and 
suRXMt staff fox provincial and private awards. Nominees' namra are sent to the Aininistrative Council, composed 
of senior staff, who decide which nam«, will be fwwanied to tlw ^jpropriate award committees. 

AU employees at the Frontier School Division No. 48 (Winnipeg) may be nominated for the Award for 
Outstanding Contribution and election is done by a committee erf the board and the chief superintendent Awards arc 
made once a year in a local ceremony and presentations arc nwie by senior staff and/or board members. 

The CXtawa Board of Education's Gei^ral Level Excellence Awards began in 1986 and are designed to 
recognize and reward professional growth that has benefited students in general level courses. There arc two sets of 
General Excellence Awards — pins and certificates ai the school or administrative le el, and a limited number of 
system-wide awards. School nominations are made by principals, vice-principals, or departments heads on the basis 
of attitude toward the indents, mastery of subj«:t matter, links with community development, etc. The General Level 
Steering Committee can also suggest desCTving individuals from various departments. All nominees receive a special 
pin and Certificate of Merit A limited numbo" of systcin wide awards, chosen by the General ExcellCTce Award 
Committee chaired by the director of education, are also awarded. The pins, certificates and awards are presented 
to recipients during a special reception. 



Educator Awards 

At Peterborough County Board of Education, an EducattM- of U>e Year Award has been well received by 
the schools and the community. The award is presented to a member of the teaching profession (teacher, co-ordinator, 
administrator, instructor) in Peterborough County who; 

has exemplified a high degree of competency, professionalism and leadership 

has made a significant contribution to education in the past year or over a period of lime 

may have made his (x her contribution to education through a ro^gnized organbation which supports the 

education system 

may have initialed or was involved in an educational project that has considerable impact on the county. 

The board also presents an Award of Merit to recognize a citizen (outside the leaching profession) who 
through his or her involvement has made a significant cwitribuiion to the educational system in Peterborough County 
in the past year or over t. period of time. The nominee may be involved in an educational project that has a considerable 
impact on the county, with a recognized county organization which supports education, or in organi/^Uwial aspects 
of school activities. These awards arc advertised community-wide and the two recipients arc honoured at the 
Educatitw Week opening breakfast All those nominated receive wide recognition as well. 

At the Windsor Roman Catholi" Separate School Board, the J.F.J. Award (named after the first director of 
cducalior;), administered by the Principals' Association, is presented annually to an educator nominated by his or her 
peers as outstanding in the school system. The Hastings-Prince Edward County Roman Catholic Separate School 
Board (Belleville) participates in an Educator of the Year Award in which nominations are receive from all parts of 
the community served by the public and separate school boards. Any employee or any citizen who has made a 
noteworthy contribution to education may be nominated and one recipient is selected annually by a commiitce. A 
Teacher of the Year Award, sponsored by the Etobicoke Board of Education in conjunction with a local sctvicc club, 
usually alternates between elementary and secondary teachers. Nominations are made by jHincipals. 

County of Newell No. 4 (Brooks, Alberta) presents an award for Outstanding First Year Teacher to an 
elementary and secondary teacher in its division that meets the criteria. A plaque is presented by the superintendent 
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of schools at the annual Alberta Te^Jicrs' Associaik>n retirement ceremony in Sepiemb^. The lecipi^its are ^Ice- 
led by the supeiintmdent and Uie deputy supetiniendent 

The annual Claude Watson Award is given to amcmbo-of thcNcHth Yoit Board of EdiK:aticHi teaching aafif 
who, in the view of the Election Committee, best exhibits the jwofessional qi^ties and characteristics personified 
by the late assistant dirsctcu^ of education. By recognizing the uniqu(»^ss of each individual reciineiu^ d» award 
commcmoiales the inaghts and con'/icti(Mis held by this outstmding, iiuiovative educatw. The recipient musa meet 
the criteria in a most positive manner, and his or her contribution to educati(Mi both in the city and beyond must be 
n;Hcw(Kthy. 

In Barrie, the Simcoe County Board of Educati(Mi*s Cuniculian Award is jsesented annually in conjunction 
with the Cmmty Curriculum Develoinnenl Confercm:e to wic t^d^ who is making an outstanding contribution to 
curriculum development A plaque is presented to the recii^ent who is selected by a committee of teachers. The 
"Honoured Educator Award** at Medicine Hal School Distrkt No. 76 in Alberta is prcsentfxl annually to educators 
who have rciired from active, full-time service. Trustees or educators may ncnninate oi -K^ators with 15 years of 
superior teaching performance or district leadership as a school administratcr; spocisi service to education; ami ^ 
service to the community beyond the walls of the school, such as woit in service clubs^ youth groui». and community 
organizations. Up to three nominees may be selected for this hcaour by the board*s Public Relations Committee. 
Pictures of the educators are added to the Honourcd Educatctfs* wall in the school district *s adminiiMration office. 

The R.T. Macaulay Award is oresented annually to a classroom teacher at the Uxickm Board of Educaticm 
in recognition of excellence in te;iching to the i^eds of individual students. The award includes particiTxation in a field 
trip. As well, the H.G. McTaggard Award, first introduced in 1988. is presented annually to a school principal for 
consistent excellence in le^ership. To be considered fw the award, a principal mu^ have been at least five years in 
the position. A panel of area superintendents and presidents of elementary and secondary isincipals' as^iations 
make the selection from nominations by the area superintendents. The annual Townshend Award for Teacher 
Excellence is co-sponsored by the Ontario Secondary School Teachers' Federation District 4 and the Anglican 
Diocese of Huron. The award was instituted in 1978 and is presented to a secondary school teacher or administrate 
who best exemplifies the philosophy of education of retired Bishop W. A. Townshend The selection is made by a 
committee of federation and diocese rcprCxSentatives from a list composed of one nomination from each secondary 
school. 



Recognition at School Board Meetings 

The fifth most popular method of recogizing employees is at board meetings. The Nc»th York Board of 
Education policy to recognize outstanding achievements states: 

Whenever a North York .^udent or staff member realizes a high degree of success or an oulstanding 
acfiievement in some endeavour related to athletics, the arts or in an academic discipline which brings honour ami 
acclaim to the student and to the educational system of which he or she is a member, acknowledgement of such an 
achievement shall be made, e g,, though a reception and the awarding of commendation to the student! staff 
(accompanied by immediate family members, if possible) at a meeting of the board of education, or by otfier 
appropriate means. 

At School District No. 38 (Richmond. B.C.) it is a regular board agenda item to verbally recognize the 
outstanding achievements of one to six students or staff. In alditiou, a letter of commendation is sent to each individual 
so hOTOured. Nominations may be made by anyone and Ihcy are screened by a board committee. Individuals whose 
achievements have been acknowledged by other groups are often presented to the board at a public mooting of the 
Regina Board of Education to familiarize trustees and others present with their achievements and to receive ihanks 
for their efforts. 

Trustees at the Edmonton Public School Board recognize at board meetings significant promotions, 
rclircmcnts, exchange teachers, and staff who have made outstanding contt-ibutioas and have already been r«:ognized 
at district, city, jrovincial, national or international levels. Past examples include coaches who staged a particularly 
successful basketball tournament in the district, teachers ami suidents who helped convince city council to reinstate 
a popular and effective program run co-operatively by the police department and the school district^ employees who 
gain national and intematicmal acclaim and teachers who have been runners-up for the Edwin Parr Award. (The 
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Alberta School Trustees' Association's Edwin P&rr Tether Award recognizes cxanplary first-year teaching in 
Alberta while also contributing to employee morale and commitment.) During board nru^tings, trustees also draw 
public attentiOT lo important events and activities. Fw instance, at a May 1987 meeting, the trustees acknowledged 
Canada Fitweek by having ^udents and staff make a ircsentation that involved a physical activity. It was dramatic, 
interesting and it served to nxogmze the efforts of staff and students. 

Photo displays of award recipients being recognized for (Mitstanding achievement in the Yoik Region Board 
of Education ( AunKa,Ontario) are often set up at board meetings, A spccisi pin is printed at a board meeting to 
individuals who are being recognized for exceptional service at the Board of Education fcH* the City of York. S. aff 
members at the Sl JanKJS-Assiniboia School Division (Winnipeg) who rqxm on an educational item at a board 
merting receive special pens to show appreciation for the report as well as for the ediK^ational effcxt being undertaken; 
these pens are not available in any other way. 

Over the past few years, the Peel Board of EducatiOT has attempted to highlight the good work that goes on 
in its schools . S tudCTts and staff arc regularly in vited to a board meeting to receive a special c»tificate and a Peel Board 
of EdiK:ation baseball cap. Because the jross regularly covo^ board meetings and the public gallery is usually filled, 
there is a heightened level of awareness of the kinds of activities the board engages in. It also allows trustees to 
comnient in a positive way on events in the schools and it sets a good tone for the regular business that follows. 

Once each month at the regular meeting of the board at School District No. 47 (Powell River, B.C.), the 
proceedings are prefaced by a good news presentation by a school. It provides an opportunity, on a n^ating basis, for 
each school to show and tell good things that are happening to employees or students. 

Certificates 

Presenting certifK^ates of recognititMi and involvement to staff, students, volunUicrs and community 
members is another p<^lar way school boards rec(^ize achicvemenL During the 1985-86, School District No. 26 
(Fredericton) inaugurated a Cmificate of Merit program to recognize outstanding achievement in the pirformancc 
of duties by both professional ?^ind aipport staff. Nominations arc reviewed by the office of the superintendent and 
the PuWic Relations Committee of the board. R^ication is made by a vole of the full board of school trustees. 
Successful candidates are formally reco ^ized by the board and superintendent in a ceremony attended by senior staff, 
board members, colleagues and the media. 

Since 1987, the Commission scolaire Baldwin-Canier (Montreal) has awarded hwiour certificates to 
pCTSonnel and students whose achievements have been highli^ted by the media, conferences, and other public 
forums outsick? the board as well as outside the city. Those honoured arc invited by official letter to attend a public 
board reimion in tte cwnpany of their parents and friends. The chaiq)crson presents them with certificates; their 
names are recorded in the minutes of the meeting. 

According to the Carleton Board of Education's Policy on Certificates of Recognition, a Certificate of 
Recognition may be presented to any person, whether (x not employed by the board, who is consider^ to have made 
a substantial contribution to achieving the board's aims and objectives. Nwninations may be made by trustees 
the diiectw of educaticm to the Pmonnel Committee aiKl they should include biographical data and information to 
substantiate the nomination. The Personnel Committee assesses nominations, and recommends to the board those 
whom it considers should be honoun^. The framed Carleton Board of Educaticn certificate is presented annually in 
May or June by tte chairperson of the board. Certificates for Dedicated Effort are awards to staff members who have 
demonstrated a sincere dedication to duty. The Best Suggestion Certificates are awarded when suggestions from staff 
are implemented and result in significant identified improvement A Cost-saving Certificate is awarded fw the best 
suggestion as judged by the finance department. All these certificates are presented semi-aimually by the supervisor 
or superintendent Upon the recommendation of a principal, ^h t^m a certificate and letter of thanks may be 
presented to i^nts or adult voltmteers by that principal or by the superintendent of schools. 

An Employee Suggestion Award given at the Dartmouth District School Board is open to all employees fcx 
1 ) a cost-saving suggestion^ 2) a suggestion for the development of a more efficient^ effective procedure or operation, 
3) an innovation in equipment design, 4) or a change in service delivery methods resulting in more effective service. 
The award, determined by a committee, cc ;ists of $50 accompanied by a certificate that is presented by the 
chaiiperson of the school board. . 
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Recognition Events 



School boards may hold social events which serve to recognize the contributim of individuals to the 
system. These events range from fwrnal and expensive (banqu^) to informal and inexpensive ( thank you teas). 
Boards who limited the number of staff who could attoid such recognition suppers ch* recqjtions in the past are now 
favouring establishing a nnninal chai^ge in ordo- to invite all staR who wish to sQ^. They have found this to be a 
positive gesture for staff morale. In 1986, the Nwth York Board of Educati(H) adopted a new iogo and slogan 
"QiasTspions in Education." They now have a "Champion Day," an end-of-year celebration to hcnour staff and 
students generally but particularly to pay special tribute to those who have in som& way excelled been hcmcMired 
over the year. The "champions" receive special uidividualiz^ invitations and wear a champion name tag and ribbon 
at the celebration. In 1987, 1 ,500 participants attended a barbecue at Forest Valley Out(kx)r Education Centre. Music 
was provided by staff and students, and there was a photo display of the year's achievements. 

An annual banquet for all high school staff involved in organizing athletic events, irK;luding coaches, 
principals, and all building supervisors, has been held at the CHtawa Board of Education fcM- ova- 15 years. In 1987 
almost 500 people attended the event at a local golf club. Cwivenors of sporting evoits are disc recognized at a small 
dinner at another time of the year. 

Principals, consultants and supervisory staff at Regina School Division No. 4 arc invited to an annual dinner 
hosted by the board where the achievements of staff arc highlighted. The board also hosts a "Good Neighbour Dinner" 
for staff membCTS and businesses that participate in the "outdoor schools" program which involves tran^xMting 
students to community and rural si:es for learning experience. As well, the achievements of central office staff arc 
acknowledged at an informal staff coffee party once a month at which treats are served. Curriculum and program 
groups such as those involved in gifted educalicMi hold appreciation lunches to recognize 'he individuals involved with 
their specific jwograms. These arc relatively informal get-togethers and are usually held at the board ofTice. As tokens 
of thanks for special efforts, the board gives lapel pins, a book on the history of Regina Public Schools, htzss school 
bells and engraved brass apples. Peace River School Division No. 10 in Alberta holds thank you teas for deserving 
individuals. 

At Nanaimo School District No. 68, a superintendent's pin featuring the district logo has been devised and 
presented to a few individuals in nxc^nition of their meritorious service to the district To provide the widest possible 
audience fcx these awards, pins have been presented at public events s. A staff recognition evening with food, drinks 
and addresses by board members and officials is held at the Hamilton Board of Education to give outstanding teachers 
recognition. Individuals singled out by principals for their dedk:ation to students beyond the call of duty are honoured. 

An Employee Recognition Committee is in charge of developing ways of recognizing contributions by 
individuals or staff at the Board of Education for the City of York. As well, it plans special functions - annual picnics, 
employee dances, hot dog days, and baseball tournaments - to foster good relations among staff. 



Support Stqff Recognition 

Fort McMurray Catholic School Board holds a Support Staff Day during Catholic Schools Week to 
recognize ^ v important all support staff arc to the efficiency and effectiveness of school district operations. All 
support staff - custodians, aides, secretaries, maintenance staff, clerical staff, bus co-ordinators, etc., are honoured. 
The purpose is to reaffum how valuable the support staff is to the school district team; to show appreciation to the 
support staff for their contributions towards the achievement of district goals; and to provide them fwrnal recognition 
. The board selects a day for recognition and provides a catered lunch for support staff. 

School bus drivers at Willow Creek School District No. 28 (Claresholm, Alberta) are given a school division 
jacket when they complete five years of safe driving. Yearly awards for safe driving are presented by board members 
associated with transportation to accident-free drivers at a year-end barbecue. Seven Oaks School Division No. 10 
(Winnipeg) has established a Safe Driver Safety Award to recognize the safe driving practices of its bus drivers. 
Annually, the board provides a $25 cash award to each driver who has had an accident-free year. When a driver has 
an accident-free period of five or more consecutive years, further cash awards are presented as follows : five years- 
$50; ten years - $100; 15 years - $150; 20 years - $200; and 25 years - $250. The awards are presented at a luncheon 
attended by all non-teaching staff. 
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At an annual conference, bus drivers at sciKX>l District No. 20 (Saint John, N.B,) who have met the 
established aiteria are awaited safe ^ving certificates in the [Hcsence of their woildng peers. Regina School 
Divisi<Hi No. 4 acknow^ges the taxi drivers who work \^th special educaticxi ^dents at an evening get-togedier 
where they receive board noementos and a light lunch* They also ^are some of their solutions regarding wc»iung with 
special xuseds children. 

The Chairman's Aw^ began at the London Board of Educaticm in 1982 and is pres^ted annually at a 
September meeting of the board to the cu^xiians of the elementary and s^xHidary schools who arc in charge of the 
buildings and grounds consklered to be in the b^t conditicm for September school (q>^ng« The selection is made 
by a committee of four plant staff memb^. Runners-up for the award are also recognized 



Professifmal Development 

A pqmlar way school boards use to give recognition to outaanding employees is by providing them with 
opportuiiitiesforiTOfi^ionalctevelopmc^it^ameasurethati^ 1984 
the Calgary Cathdic Board of Trustees formed a task force to review ways and means of recc^jnizing teacher 
excellence. The committee reviewed merit pay, career ladders, master teacher and teacher recognition and published 
a report Recognition of Teacher Excellence, Several of its recwnmendations, in modified form, were implemented 
by the board in the 198S-86 school year. 

Promotion and Advancement — A ntmiber of assistant principal positions were created. 

Differentiated Staffing — The board employed lunchroom aides and increased secretarial allocation in an attempt 

to free teach^TS from '"non-teaching** ^tivities. 

Feedback — IhQ board embarked on an ext^sive upgrading program in sup^ision and evaluation of teachers and 
administrators. As a result, principals* evaluation remaxks and teachers' "growth plans'* have provided staff with 
positive feedback. 

Non-monetary Recognition — The Centennial Ball, Education Week, District Newsleoar, e-c, are examples of the 
board's attempts to recognize teachers. 

Improved Working Conditicms — The board employed additional corrective learning teachers in its elementary 
schools. Additional teacho^ were also employed to lower pupil-teacher ratios in grades 1 to 3* Principals will 
continually be encouraged to involve teachers in planning, purchasing school materials and supplies and in overall 
decision-making. 



Teacher Pirn Program (TPP) 

Another facet of the Calgary Catholic Board of Education's task force recommendation was api^oved in 
1986. This component provides tethers who perform mwitork>usly with an opportunity to pursue educational travel^ 
research, or upgrading. The recognition of teacher excellence should consider each teachers as unique and difTercnt 
In shwt, the TPP contains a degree of job de^ription differentiation which recognizes that teacher perfmnance, like 
student performance, varies. The Tether Plus Program : 

1) demonstrates respect for teachers and teaching by identifying teachers who are considered by a committee 
of peers as perfcaming in an exemplary manner, 

2) provides financial rewards and incentives - up to ten days of release time with a travel grant of up to $ 1 ,500, 
thus allowing teachers to spend time on a s;?If-selected professional activity; 

3) furnishes additional release time, allowing teach^ to assist the district in its pursuit of academic excellence. 
The TPP assimies that improvement of the individual implies improvement of the district. It provides distin- 

gui^ied teachers with professional development 0|qx)rtunit2es that are self^di xud and system-approved. The com- 
pletion of a specified plan of professional development activities will rr ilt in improved skills and increased 
knowledge and« therefore, in improved educational opportunities for students. 

The TPP focuses on two concepts derived firom the raommendation made by the task force: p^sonal 
opportunities for professional development and duty assignmwits which recognize the professional competence of 
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the teacher. Its purpose is to 1 ) recognize disiinguish«i teacter peif ormance; 2) retain and attract oulsianding teach^; 
3) improve teacher skills and knowlec^e and, thereby, improve the quality of education availat^e to student. Teachers 
eligible for this program must teach more than 70% of the time m the clasatxim and may receive a TOP award once 
every three years. About 100 awards of up to $1 300 fw audy mkI travel plus release time are « ailable to teachers, 
A selecti<Mi ccmimittce evaluates the ai^ications and i^pares a ctf tho^ to be reccmimended for amsidaatiai 
as distinguished tcach^ The foUovmsg criteria are u^ by the omunittee: 

Overall excellence and outstanding poformance by a teacher in the following areas: 

1) Effective pedag(^;effectivcwss in teacher^tudentintewtiims; effativCTessuirelatranshipswith collea- 
gues; effectiveness in contacts wilh parents, the ccwnmunity and the parish; effectiveness in contributions to 
the total school jrogram; effectiveness in curriculum (kvelopments and professional improvements; 

2) Establishment and achievement of annual goals and objectives; 

3) Other factors relating to overall outstanding teacho^ performance including attendance and voluntary 
participation in non-mandatcd school activities and programs. 

Once the committee has recommended the teacher for the award, the associate superintendent of personnel 
reviews and approves in co-operation with the ieacher*s principal, a personal im>fessicmal develq>ment plan for the 
teacher. 

Professional de velopmait acti v itics provide a stimulating way to enhance the perscmal growth of employees, 
give employees the opportunity to meet with cnhcrs inside and outside their K:hool system, to share ideas, to learn 
from each other and to bring back a new perspective into the school system. Outstanding teachers at Green Bay 
Integrated School District (Simngdalc, Newfoundland) are invited to assist with in-service in their areas of cxpcnise. 
They arc also given opportunities to attend conferences or other in-service activities outside the district At the 
Hamilton Board of Education, all staff arc invited to serve as part of a Speakers' Bureau whcKc members address 
community groups. These groups c(xnptetc an assessment form, which is nearly always extremely complimentary 
about the staff. This information goes to the director, who. in turn, sends a personal letter recognizing the spcakcr*s 
contribution on behalf of the school system. 

The board of trustees of the Sl Vital School Division No. 6 (Winnipeg) recognizes the importance of 
developing leaders and leadership skills in staff. This dcvelopnKJnt enhances the personal growth of teachers and 
benefits the system. To achieve this goal the board offers professi(xial development opportunities, such as a seminar 
series, for those interested in acquiring and refining leadership skills. 

Staff members whodisplay leadcrshipqualilies in curriculum or program development arc given recognition 
in four ways al Powell River (B.C.) School District No. 47: 

through funding support directly from the board or via the board to other agencies to suRX)rt innovative 
practices; 

through dir«:t board funding to allow individuals to attend major educational workshop ccHifcrcnccs or 
study tours to other school jurisdicticMis; 

through the provision of release time from normal educational duties; 

through invitations to make presentations to the board at public meetings. As well, a jH-ofessional develop- 
ment fund also supports innovative practices or individuals who show leadership in the professional 
development area« 

Educational or Personal Leave 

One way school boards recognb.e staff is by providing educational leave for conferences, educational 
sessions and study groups. Personal leave is another way of rewarding staff. For example, at St. Vital School Division 
No. 6 (Winnipeg), one day of personal leave is grantcxl to junior ar.d senior high school basketball and volleyball 
coaches. One half-day of personal leave is granted to junior and senior high school cross-country coaches, track 
coaches, badminton, elementary basketball , and high school soccer, fastball, field hockey and te^ handball coaches. 
RccOTimendation for this leave is considered during the term in which the coaching obligation is fulfilled This policy 
is being studied to include anyone who deserves to be recognized. 
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Other Methods 



In fKbiitioii to diese usual pedlar methods of recognizing staff, ti^ic are, of course, many c^ers. Regina 
School Divisim No* 4, for exampde, has a policy for naming of educational facilities, which was approved in 
November 1987. It states: 

The board will name schools, special areas within schools, board office building(s) and other board-owned facilities 
in recognition of contributions to education of indinduals associated with this community, special events of historical 
significance, and geographical features in the Regina area. Members of the board, the board s staff and the general 
public are encouraged to add names to the Innirds list of people who may be considered worthy of recognition. The 
final decision in each case shall rest with tfw board. 

Each year the chairperson names a standing committee of board members to receive requests for naming 
fschool facilities^ special areas within 5k:Ik)oIs, or other board-owned fecililies. From time to time the director informs 
the stafl^ and general public that they may subnit names fcH^consid^tion. Each staff member or citizen who sul^nits 
a name is asked to provicte a dK)ft biographical sketch of the mxninee* 

In preparing its recommendaticHis, the a)mmittce is guided by the criteria set out below: 

1 . In genial, schools should be named for persons whose major contribution has bo^n in the field of education. 
Consideration may be given to: a)pupils; b)teachers,administrators,andotherboardemployees; c) board members; 

d) parent vdunteers; e) department of education officials; f) university staff; arxl g) officials of organizations that 
work in close co-i^raiion with the board (e.g., Public Health, Paries and Recreation, City police, YMCA, YWCA, 
Red Cross). 

2. The following factors are assessed when an individual is being considered for recognition: a) length of 
service; b) nature of service; c) personal qualities; d) unique contributions to the board's instructional program; 

e) unique contributions in a certain area of the city; and 0 outstanding service s l pivotal points in the history of the 
school system. 

3. In order to ensure opportunities fw many people to be honoured, the committee shall also consider other 
types of recognitiwi that an individual has received, such as the naming of a street, park or other city facility. 

4. All things being equal, there is merit in naming a school fof a person who is still living in the community 
since he or sl^ would be in a position to visit the school and relate directly to pupils. 

To extend the oppcKtunities to recognize outstanding individuals, consideration may be given to naming 
gymnasiums^ resotuce centres, auditoriums, cafeterias, athletic and outdoor education facilities, for individuals 
specifically associated with the plannning, development cw use of particular facilities.The general criteria to be 
applied include length of service, nature of service, unique contribution, and personality. The board will normally 
consult with the principal an staff of the school ccxiCCTned, befwe making a division. School staff arc encouraged 
to take the initiative in submitting proposals for recognition of present or former staff members. 



RECOGNIZING LONG SERVICE 
AND RETIRING EMPLOYEES 



Recognizing long service is the most common way school bMrds recognize their staff. Every board 
aclcnowl«lgw in one way or another retiring employees am! most have established official ways of celdirating long 
service; in Caa, the manner in which moa »:hool boards do so is quite similar. The nKJSt popular way of recognizing 
letinng employees is hdding a dinner ot a reception - an annual letiiement l^nquet - in their honour. The honoui«l 
guesas, their spouses, trustees and senior school board staff usually attaid. Retiring emjdoyecs are haiourcd 
individually with presentatiois that highlight Aeir career with the board. aiMl each cmptoyec is presented with a gift 
by senior administrattffs or trustees and givoi the oRWrtunity to say a few words. Some school boards may incraporate 
this event into a bigger recogniti«i night for oth« staff ^ well "Pot example, the dinner is combined lo also honour 
long-service employe and tho«! who will be presoited with awards for outstanding achievements. Retiring 
mployecs may also be invited to all future receptions for retiring employees. 

The earlier at which the majcmty of boards begin to recognize long ssrvvx is after ten years of employment, 
although one board in our survey did recognize employees after seven years. Usually servfce is recognized in five year 
increments: 10 years, 1 5 years, 20 y^, 25 years and 30 years. Tlw biggest celebration is almost always re^rved for 
employees with 25 yeare' service, these employe are htmoired officially at a dinner, Hiosc with fewer years may 
be recognized at another time in a mcwe informal manner. 



Gifts 

In i»actically every case, the board gives retiring employees one or more gifts. Most oftrai, a gift is selected 
personally for the individual in consultation with family, friends, or colleagues. Howcvct, a number of boards have 
decided to ircsent the same gift to all employees. As well, some boards choose to present a personally selected gift 
as well as a board certificate, pin or plaque. The most common gifts are: 1) personal gift, 2) engraved plaque, 3) 
certificate, 4) silver tray, 5) cash gift, 6) watch, 7) pin , 8) engraved bell, 9) clock and 10) art 

In some boards, the value of the gift provided to a retiring employee is based on the years of service with 
the board. The Commission scolairederindustrie(Joliettc), for example, offers retiring employees who have 15 
cx more years of service a gift whose value is determined aaording to the following n le: 1 5-19 years of service - 
ii00:20-24yeare-$150,and25-30years -$200, The value ofthe gift for employees with 30 years or more of service 
is at the discr^n of the school board. 

Peace River School District No. 10 (Alberta) provides rctinng employees with the greater ofthe value of their 
service award or retirement gifL Generally, the valiK! of the gift would be in excess of $10 per year of service (for 
example, those with 30 years service would receive a gift v.iui a vali» of about $300). Gifts are selected in consultation 
with the employee's family, friends cr colleagues. McA emptoyees are also hOTOured at a tea 

At Red Deer Public School Disoici iU4 (Albwta) retiring emptoyees are recognizol by the following 
cash gifts as well as aplaque : 15-20 years of service with district— $200 ; 21-25 years of service — $400 ; 26-30 
years of service — $600 ; 31-34 years of service — $800 ; 35 plus years of service — $1 ,000. The board honours 
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mmt retired teachers at the ATA Retirement Banquet held in June and chairperson of the hoaxd pttscnts the cheque 
and the plaque. Support staff receive tte board's recognition ai dieir individual school or at the central c^ice. The 
Dry(kn (Oniarfo) Board of EducatiOT*s policy stipulate that all staff members who retire be recognized with a gift 
not to exceed $50. 

The New Brunswick Department c^ Education issues a cmiflcate of merit to all retiring employees in the 
province's snbod boaro^ as well as to all employees who have 25 and 35 years of service. 

Peel Board of £(h£cation (Mississauga) {Hiesents retiring employees with a silver tray engraved with their 
name and the date of tt^ retirement In ^idition to a major board-spcHTSored functicMi, individual schools and 
(kpartments may host celebrations for retiring staffby hdding coffee parties, wine and cheese receptions, or dinners. 
As well, organized staff grouj^ such as unions, told annual retirement dini^ for their members. At the Halton Board 
of Education (BurlingtcHi), a fcHinal dinner is held for all retiring employees ami they are recognized with a slide 
presentation, remarks by the director and a gift During the retirement dinner, the Ssmcoc County Board of EdiK^ation 
(Barrie) has a slide i^iesentation that ^cx>mpasses a short biography (A each retiring employee. At St James- 
Assiniboia School DivisiOT No. 2 (Winnipeg), a phcrtograph is taken of each retiring employee with his or her spouse, 
the director of education and a trustee. This j^tograi^ ai^ a sp^ial dinner progmm are given U) the retiree as 
keepsakes. Usually at the dinner a bouquet of flowers or a ^jccially decorated cake that the retiree can take homcis 
ak)s piDvided. 

Retiring employees ai Regional Administrative Unit No. 2 (Summerside, PEl) are given a retirement dinner 
anl present^ with a hand-crafted clock of biid's eye maple — teachers receive a "schoor ckxk; other employees 
receive a mantel clock. Lakeshore School Board (Montreal) presents a so^>stone carving or figurine to their retiring 
employees at a dinner. The Strathcona County (Sherwood Alberta) Board of Educaticxi's Honours, Awards, 
Special Recogniiion Policy stipulates that those retiring receive a plaque or suitable memento; a written message from 
the reeve or school board chairperson; and the retirement and service are recognized in the local media or siafTbuUetin. 
Awards are presented formally at a reception held for all employees in June. 

When a teacher or an adminisuator at SchoolDisuict No. 20 (Saint John) submits a letter of retirement, the 
assistant superintendent of schools and personnel takes a few minutes to highlight this person's conuibution in 
educaticHi at the public school board meeting. In addition, the secretary of the schocrf board writes an exi^ession of 
appreciation on behalf of the schMl board and an assistant superintendent prepares a personal note in which he or she 
explicitly mentions some contributions that have been realized in the school system due to the efforts of the retiring 
staff member. These tetters are warmly appreciated. In addition, the board holds a evening celebration in honour of 
retiring employees. 

At the Commission scolairc Bald win-Canicr (Monu^), employees who are retiring and those with 25 years 
of servk:e arc invited, along with their spouses, to the board crffice for 5 p.m. the first Monday in June. Each retiring 
employee is introduced by his or her immediate supcriOT who briefly describes the person's career. The chairperson 
of the board then presents a souvenir sculpture (usually inuit art) to each retiree and a photo is taken. After this, 
employees with 25 years of service are honoured with a brief speech by the communications director and a a uiisicc 
presents a framed certificate as well as a child's drawing done especially for them. The event lasts about one hour 
and a half; afterwards a hot and cold buffet and wine are served. 

At the Scarborough Board of Education, a retirement recejHion is held at the Education Ccnirc in late spring. 
Retiring employees each r^eive a brass school bcU with a board crest on it, a plaque in.scrihed wilh their name and 
years of service, and a picture of themselves wilh the board chairperson. 

Not all boards host a dinner w banquet At School Districi No. 25 in Oromocio, N.B., fcx example, a 
presentation to retiring tcacters is made at a school board meeting. The board presents employees wilh a framed 
cmificate of a|^>reciation individually lettered wilh the leacher*s name and years of service, date and signed by the 
board chairperson and the superintendent At Qualicum School District No. 69 (Parksvillc, B.C.), a silver uay is 
presented to a retiring employee at a special board meeting. Employees with 20 years' service have lunch with the 
superintendent and chairperson of the board. Winnipeg School Division No. 1 invites retiring employees and their 
families to a reception hc«ted by the trustees. Guests are served tea and dainties by the trustees and senior 
administrators and are entertained by a senior high school choral group. Each retiring employee is acknowledged and 
presented with a certificate of SCTvice by a trustee. 

At Sl Albert School District No. 3 in Alberta, a wine and cheese social is held at 3 p.m. early in the school 
year. Retiring employees iweive a gift and a certificate of recognition and a board member gives a speech. Terrace 



School District No* 88 in British Columbia gives official recognition to retiring employee at a boanl meeting and 
a gift up to a value of $250 is ms^. in tl^ employee*s ^hool or at a party with p^is. 

Retirement teas are regularly held at the Regina Board of EdiK:ation. Often there are two, three w four 
separate events put on by different gnm^s with open invitaticms. At these events th^ are gift pr^ntations and 
entertainment often in the fonn of a skit that deals with tl^ employee's wfMt experience. Tl^ board also has a 
Retirement Gratuity Policy which stipulates that an employee is eligible for a retirement gratuity equal to 10% of the 
regular ^nual salary, plus one-half day's wages for each additional year, at pan tlns^f, of employment, in excess 
of ten years, based on the salary rate in effect at the time of retirement^ {Hoviding that the last toi years of service have 
been with the Regina Board of EducaticMi; that the retiring employee has reached a minimum age of 50 years; and that 
service with the Regina School Division No. 4 (and the former Regina Public School District No. 4 and Regina 
Collegiate Institute) only will be considered when calculating the gratuity. In the event of death after the age of 50, 
a gratuity* based on these same retirement criteria, is paid to the estate of the deceased 

The Hamilton Board of Education hosts a retirement receptira where the guests of honour receive flowers 
and enjoy hors d'oeuvres and desserL Their outstanding conuibutions are recognized by the board chairperson, the 
director of education and superintendents. At Powell Riv^ (B.C.) School District No. 47, the board gives a gratuity 
to retiring employees equal to one^third of unsuscd sick days to a maximum of 100 days. Retirees are honoured at a 
dinner hosted by the board each Jum. In addition to the retirement gratuity, each retiree is given an engraved silver 
tray to mark the occasion. 

The North Yoiit Board of Education honours each of its icii"ees at an outdow garden reccjHion in June. On 
this occasion, those retiring, along with their family and friends, jcome together for an aftonoon of recognition, 
entertainment and refreshments. Each retiree is acknowledged publicly and presented with a commemorative gift by 
the chairperson of the board and the director. This event occurs in a beautiful outdoor setting and is a much looked- 
forward-to event 



Long Service Awards 

Our respondcnLs indicated that long-service employees are most often honoured after 25 years of service, 
followed by those with ten years of service. Most boards that honour employees af ict t<^ years do so every fi ve years 
thereafter. The most common gifts crffercd to long-service employees arc, in the ordw most often mentioned by our 
respondents: apin,acertificatc, aplaque. a watch, apcn. a tray, a school board seal, a ring, art, and cash. 

In many cases, long^scrvice awards are presented at the same time as retirement awards, that is, during a 
special dinner, reception or wine and cheese party. Fw example, Leihbridge Catholic School District No. 9 has an 
annual banquet for all staff where pins arc given to those employees with ten years' sctvicc, pots for those with 15 
years and watches for those with 25 years. The Windsor Rtmian Catholic School Board honours employees with 25 
years of service and uiistecs with ten years of service ~ they receive a pin and a scroll The Commission scolaire 
de rindustric (Jolieite) honours those with 25 years service with a gift valued at $150. 

Winnipeg School Division No. 1 gives a one-month-loog service leave over and above the annual vacation 
for all non4caching employees with 25 years* service. There is a trustees' reception for all retiring employees and 
their families where those honoured are presented with a copper tray; employees with 40 years* service receive a silver 
tray. Bumaby School Board tests a long-service award dinner and reception for all 25-ycar staff where each employee 
is presented with a gold district pin and a certificate. The reception is attended by trustees, senior staff and the 
employee's immediate supervisor and is usually held in January each year. The names of the 25-year employees arc 
circulated throughout ibc school disUict in board publications and in community newspapers. 

Nij^win School District No. 61 (Saskatchewan) holds an annual appreciation banquet for all employees in 
November, The Nipawin Teachers* Association helps organize the event and sponsors a dance following a formal 
meal. Awards arc presented to employees with ten years aixl 15 years (pin), 20 yean ^pen and pencil set), 25 years 
(silver uay), 30 years (gold watch), and 35 years (bronze plaque) of service. Letters arc sent to all employees inviting 
Uiem and their spouse. An invitation is also extended to all disuict ttiistces and members of the board and the press. 

At Central Okanagan School Disuict No. 23 (Kclowna, B.C.), certificates of apjx-eciaticMi are presented to 
staff (both teaching and non-teaching) with ten or 20 years* service in the dismct The ten-year certificates are 
presented to recipients at their school or office, those with 20 years' service receive their certificates at a public board 
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meeting. Hw Leeds and Gienville School Board (BiockviBe, Ontario) presents ^ially minted silver (15 years) and 
gold (25 yeare)pins. The awanis are made atalaiBe annual bai^uct scheduled spe^^ 

by the director of education and the tnistees. Employees with 25 years of service at Petertxsough County Board of 
EdiKatisxi are pre^nted wiUi a Quaiter Century Club wxistwatch. 

At the Gaiden Valley School Division No. 26 (Winkler. Manitoba), all employees in the division participate 
in the annual aw^ banquet, hosted jdntly by the board, the Garden Valley Teaclwrs' Association and a support 
saff enq>loyee group. The following awards are presented to trustees and staff: 

lYustecs Gift Board Employees 

3 years* sovice certified and fAaqvs 10 years* sevnce 

6 years* service seal, pen and pencil set 15 years* ^rvicc 

9 years* service seal and ring 20 years* ^vice 

12 years' service seal and gdd watch 25 years* service 

IxHig service at the Calgary Board of Education is recognized by a ca^ bonus each Decemba- — $300is 
awffided to emj^oyees with 15 years d service and over. A reception and presentation of a gold board pin is held 
annually, in May, for employe who have served fOT 25 years. 

Each December w January, County of Newell No. 4 (Brooks, Alberta), presents its staff with long-service 
awards. After ten years a special commemorative pin is given, after each succeeding five years a bar recognizing 
service, and after 25 years, a watch. Regardless of the length of service, any teacher retiring while in Uie employ of 
the board is jmentcd with an oigraved bell. The dance and banquet are free fw honourecs while there is a minimal 
cover charge for the others. 

Since 1971 the Ottawa Board of Education has given an annual reception at a local country club for 
emptoyees with service of 25 years ot more. These employees are welcomed into the 25 year club wiUi a silver logo 
pin; employees with 40 years of service receive a gold pin. 
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FOSTERING A CLIMATE THAT ENHANCES HUMAN 
RELATIONS AND STAFF MORALE 



This part of the report looks at how school boards foster a climate that enhamres human relatiiMis among 
a:hool board staff. This generally refers to activities, attitudes, behaviour, objective and methods of operation that 
make employees feel valued, increase staff morale and tend to benefit staff in general. These may encompass a wide 
variety of techniques and ultimately they tend to inaease communication and a feeling of goodwill between staff 
members. CHir survey respondents indicated that the following a:iivities, in «dcr of priority , are the methods they use: 

1. Social and educational evoits 

2. Disseminating information — good communication both written and c«m with staff as well as positive 
infcmnation about ^aff and the school sy^em 

3. Listening to and consulting with staff: being receptive to suggestiwis; open door policy; meetings with 
staff to discuss issues; forming ojmmitlces to discuss policies: negotiating in good faith; mechanisms for 
airing grievances and resolving disputes 

4. Staff develor..iem programs 

5. Visits by administratctfs and tni^ccs to schools and board offices and their participation in school functions 

6. Aclawwledging the achievements of staff / acknowledging birthdays, sickness, deaths, births 

7. Evaluation of tanployees 

8. Employee Assiaance Programs 

9. PCTsonnel policies ; open competition for jobs; humane addressing of declining enrolment 

10. Surveys, evaluati(»is and assessments 



Social and Educational Events 

Bringing stsSf together to celebrate holidays and sp^ial events so they can gel bettei acquainted and have 
an OTjoyable time is the most popular way to fostCT a climate that enhances human relations. Such events provide a 
sense that everyone is part of the system, foster a team spirit and have a positive effect on morale. 

As expected, many boards rqported that they hold staff get-togethers at Christmas time and in June. As well, 
a number host ^ial celelwations at the beginning of the school year. At School Disarict No. 10 (Chatham, N.B.) 
a welcoming fall tea is held by the school board for all new employees, and local businesses ^nsor ads in the 
newsp^pCT welcoming new tethers. Several hold a wine and cheese r«»ption to welcome new employees every fall. 
For example, R»t aux Basques Integrated School Board in Newfoundland has a wine and cheese social to which all 
employees of the board are invited at the begiiming of tlw year. New employees working in scIk»1s or the board office 
arc introduced to the group either by their school principal ot their district superintendent Another social event is held 
in June to review the hi^Ughts of the year. The board finds that these measures have had an extremely positive effect 
on the morale and outlook of staff. Employees have been more open when it comes to identifying and discu^ing 
problems that directly ctsicem them. 

Simcoe County Board of Education (Barrie) sponsors a new teacher orientation each September. This is 
an informal gathering where information about the system is given by senior administrators and principals introduce 
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their new teachers to other board personnel. St James-Assiniboia School Division No. 2 (Winnipeg) holds a staff 
nieeting on the first day of classes in the fall to give a positive tone to the day and to pennit 
frfcnds finom other buildings. The gathering also recognizes personnel ihrough a lai^ screen raulli-image 
inesentation of staff in action. 

RHt McMunary Catholic School Board has an annual aaff baibecue in September as a kick off to the new 
school year. Sturgeon School District No. 24 has an annual pancake breakfast for staff and their families at the 
beginning of the scl«)l year sponsored by trustees and senior administrators. In Winnipeg, the Teachers' Society and 
the Sl Vital School Division's "Punch In" wcfcomes new teachers. There is an orientation session held for new 
teachers in August A which ihey are given an overview of the school system. Ehiring August there is a substitute 
teacher oientation as well. 

At the beginning of each school year, the teaching and consultaUve staff of Rcgina School Division No. 4 
are brought together to hear an address by the directw which describes the long-range goals of the school division. 
A pres^ *3aon by a motivational speaker who has expertise in education is also given. Staff members who have 
changed schools apiHeciate this opportunity to maintain their COTtacts with colleagues and to compare summer 
activities. This event is planned to encourage informal discussion and has been vesy successful in developing a sense 
of community am(Mig in^ctional staff. 

The Joinl Public Relations Commiiiee of the Ottawa Board of Educatiwi organized, in February 1987, for 
ihe first time, an event for all OBE employees at the Civic Centre to recognize their achievement and dcdicaUon. The 
Jnner and social evening provided an opportunity for staff to renew ^uaintances and to make new ones. It also 
launched the new corporate signature, song and mascot Tkkets were a nominal $3, and coiporatc sponsors 
contributed significantly to the event The evening was limited to employees and was attended by over 1 300. The 
event was repeated in 1988. At the Calgary Board of EducaUon, a special breakfast is held in the summer during 
the Calgary Stampede. All board employees are invited to dress up "western style" to attend this outdoor breakfast 
where entertainn^nt is also provided. 

Like many other school boards, the Commission scolairc rdgionale de la Chaudidre (Ville St-Georges) 
organizes activities to highlight the literary and artistic achievements of its staff members through exhibits or during 
open houses in the schools. Every two years the board organizes an outdoor day to enhance relationships between 
«aff of different schools, offices and positions. All staff arel their spouses arc invited to participate in many activities 
such as golf, fishing, hiking, cycling, etc. At the York Region Board of Education (Aurora), the annual staff an show 
encourages all staff members with an artistic bent to display their work in the board office for three weeks in January 
and February. 

The Commission scolairc de Chicoutimi encourages the activities of the employees' social club by 
providing fundi.ig. It also organizes conferences for staff and an annual get together. Nanaimo School District No. 
68 hosts an afternoon reception for all employees to meet the trusts and other staff informally. 

Leeds and Gren ville Boaid of Education (Brock ville) ^XMisors employee social events throughout the year 
for various sections of fiie system. It also encourages system-widfiion and employee social events - Valentine 
Dance, summer barbecues, and Christmas parties. Dufferin-Peel R . Catholic Sej^te School Board (Missi.s- 
sauga) holds a golf toumamait for the administrative staff as well as one for principals and vice-principals. 

The Toronto Board of Education holds a reception for active participants in Education Week activities, an 
annual Ouistmas reception for non-teaching staff, an annual Remembrance Day ceremony and a Christmas walk 
through the administrative centre by the director and associate directors of education. Once a year, the last Thursday 
of June, the English Sector of the Commission scolairc Baldwin-Caitier (Montreal) has a Thanksgiving mass 
followed by a Communion breakfast for 325 people including teachers, professionals and administrators. Ai the 
administrative centi^ mall parties arc organized by the internal social club during such holidays as Halloween, 
Christmas, and St Patnck's Day. The celebrations last about an hour and arc very much appreciated. 

Disseminating Information and Communicating 

Crucial to good staff nunale is open and frank internal communication among the school board administra- 
tion, trustees and employees. Keeping staff well informed and providing them with ways of communicating their 
tiwughts and ideas to the administration is a sure way to build confidence and pride in the school system. 
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The manner in which trustees ami administrators speak of board employees in public and private is also an 
important factor in increasing staff mwale. A board th^ is very supportive of staff and thai openly re^)ects and 
appreciates the serious and caring effort of teachers {Hovides a s&xmg base tor good mOTale. 

One way many school boards keep staff abreast of the laK^t news and ctecisions is by providing all staff with 
a summary of school board meetings. They should also ensure that Aaff members receive materials and information 
prim to their distribution to the ccmmunity. School boards that have clear goals ^tablish^ for the district and that 
are **up front** about potential changes also make staff feel that they are inf(Kmed about the direction the school board 
is taking. Changes in procedures ^lould be supplied with detailed explanations so that staff can better understand the 
reasons for the changes and the new practices. 

St Vital School Division No. 6 (Winnipeg) believes that the release of pertinent information regarding its 
philosophies, policies and operation is an important vehicle by which its employees and the public may become better 
informed about educational matters. Its Public InformalicMi Program Policy (see appendix) was implemented to 
inform, enlighten and educate the p»iblic about the direction education is taking in the division and in so doing to 
increase public awareness and understanding. 

As mentioned previously, a board newletlcr or staff bulletin are great ways to recognize employees. Positive 
articles about the school system and employees make staff feel that they are valued. Let us stress that these news- 
letters highlight staff for a variety of human interest reasons, not just fw CHitstanding academk: achicvemcnL Fot 
example, in the first edition of the Windsor Board of Education's staff iK^wsletter, the Hats Off column hij^lighted 
a 20-ycar employee of the board who, each Christmas season, treated employees and guests of the ^ministration 
office to her special talent and flair for Yuletidc decorating. 

Anne places over 420 lights, seven dozen ornaments and 50 feet of garland on a 12 foot high tree. She graces 
our entrance with magnificent creations of her own making,,. For a three-week period, Anne's works of art bring 
pleasure to the eye and the spirit of the season to the heart. When the new year is rung in and the time comes to 
pack it all away, Anne does that too. 

The thought, time and dedication devoted to this labour of love makes Anne MacNeil an individual to 

be admired. 

Let's hear it for the lady who decks our halls ! 

Trustees at Saskatchewan Valley School District No. 49 (Warman) write articles for the monthly newsletter 
and for the local newspaper supporting the schools. Care is given to maintaining good relations with the local media 
and keeping staff morale high by ensuring that teachers and the public arc kepi informed about what is happening in 
the school system through newsleliers and through open board meetings. 

For the last three years, school district employees at Bumaby Schcx)l District No. 4 1 have been featured on 
posters and in newspaper advertisements as part of the district's public awareness fH*ogram. Employees arc selected 
after consultation with school principals, employee group fH'esidents and the school bmrd. This has proven extremely 
popular, staff develop a sense of pride in representing the district. Members of the community idwitify with them, and 
the overall impact has been a strong filing of team work. 

••While the increase in staff morale that is directly auributable to board initiatives is difficult to measure,'' 
says Surrey School District No. 36, "it is clear that the board has established a number of system and program goals 
that provide a sense of genuine purpose and direction. Not coincidentally, the first of these says *The board values 
people who work and participate in the system/ It supports that commitment with the following goals: 

1) To maintain effective personnel relations and pride in the school district through good communications, 
consultation with employee groups and a climate of trust 

2) To achieve an effective broad-based community relations program, and to encourage community involve- 
ment in the system 

3) To ensure sound systems of health and safety practices are in place throughout the district 

"The board is open to a highly consultative approach with all constitulent groups. A strong public 
endorsement of the work and efforts of staff has increased morale and understanding of board expectations " 
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Listening and Consultation 

School boards should encourage an openness in ccHnmunicaucni through meeiings with stafl regarding 
school ami board priorities. They must be perceived as being open to listening and to change. Regular meetings at 
various levels of the school system can be held to keep employees informed about not only what is current or planned 
for their department or school, but on what is happraing in the entire system. The board of trustees, for example, may 
meet with the executives of the teachers* associaticm and pnncifmls' / vice-principals* association to discuss matters 
of mutual concern. The board may also hold annual small group informal sessions between staff and the director and 
associate directors. As well, inesentations on education prc^rams by staff at board meetings increase trustees' 
knowledge of what is happening in the schools. 

At Regina School Division No. 4 personal and professional development consultations are an expected 
part of administrative rc^nsibilities. Administrators meet with staff individually in order to discuss personal goals 
and system goals. The administration endeavours to maintain open lines of communication with staff members, 
respecting their expertise as professionals. Complaints from paix^nts are channelled through the teacher and then the 
principal before a superintendent beccnnes involved Each month the re{Hx^sentatives of the teachers' local meet with 
members of the administrati(Mi to discuss items of mutual interest and concern. 

School District No. 20 (Saint John, N.B.) has an open door policy with regard to discussing L^ues and it is 
a common to have people appear unannounced at the dist- n office for a personal conference. The board reports that 
'*In order to foster a climate that promotes good human relations and staff morale, the school board and district 
administrative staff believe that good communication is the essCTUal ingredient. When employees in the system make 
a positive contribution, they are recognized for their personal dedication. When people have fHoblems or concerns, 
they are encouraged to discuss these issues with their immediate supervisors... We tell our employees what we expect 
of them, offer any assistance that we can when ne^^ed, get out of their way and let them do the job. However, there 
is the right degree of supervision involved. People like to have their superiors observe what is being accomplished 
both on the instructional and non-instructional planes."" 

At River East School Divison No. 9 (Winnipeg) the board allows and encourages teachers to be involved 
in needs assessment and planning for change. The board has given a high degree of autonomy in decision-making to 
local schools — few directives are sent to them. The board fosters a climate of openness and honesty among all staff 
groups. A combination of measures promoted by the board has provided a vtry positive working climate for division 
emptoyecs. 

The administration at Powell River School District No. 47 m British Columbia nsccis with school principals 
annually in a two-day retreat to set goals. Green Bay Integrated School Poard ( Springdale, Nfld.) writes, *Tcrsonncl 
have input into the development of all board policies that affect them. We provide a great deal of professional 
autoix>my and board policies emphasize this. Morale is generally high and incidents of low morale arc quickly 
addressed.'' 



Lunch with the Director 

An innovative measure to foster beuer communication Ixjtwecn the director of education and board 
employees has been implemented at the North York Board of Education. At regular intervals throughout the year, 
twelve employees are randomly selected from tlK5 board's computerized personnel list and invited to have lunch with 
the directCM-. Vice-principals through to superintendents arc excluded from the list. The guests are generally quite 
overwhelmed at this invitation and arc usually quite shy at tlie beginning, but they quickly warm up and some very 
good discussion and feedback ensues. The impact Is great and spreads to Lhcir particular workplace. They enjoy being 
able to tell their colleagues "Please take my calls (or look after my class), Tm off to lunch with the dir^uir," and 
afterwards "When I was lunching with the director the other day...** It has become a very positive morale booster as 
well as an excellent opportunity for grassroots feedback. 

At St. Boniface School Division No. 4, the superintendent regularly suj^lics the sandwiches and meets 
with staff at lunch time just to chat. 

Time is {Kovided at Grande Prairie School District No. 2357 at every board meeting for reports from the 
teachers* association, CUPE and parent groiq)s. Also labour management meetings are regularly held to head off any 
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problems. "Events beyond the jurisdiction of the school district (govemment legislation) have had such a negative 
impact, however, that district activities to offset this impact on employee morale seem ineffectual and fiUile at times.** 

Regional Administrative School Unit No, 3 (Charlottetown) holds meetings between trustees and principals, 
and trustees and teacher represent^ves that are mainly social events. Other measures that have enhanced staff mcsale 
arc the development of a logo that is used on all stationery; the production of a lapel pn with the logo that is presrated 
to all tru^ces and personnel in the system; input from staff in the policy development process; and suppc»t for in- 
service activities such as conferences. 

During the i^t two years, the Conscil scolaire de Tile de Montreal has as one of its management objectives 
holding meetings with its emirioyees on subjects that preoccupy them. During these meetings with the directs or the 
chairperson of the Council, employees receive information and exchange ideas. 

In onier to create a relaxed woiidng environment, the director at Conscil scolaire District No. 1 (Saint- 
Qucntin,N.B.) has an open doorpohcy so that staff maydiscuss any aspect of w«k life that mi morale. 
As well, school princ ip^ds are invited to participate in school board meetings to be abreast of the decisions taken. These 
measures help to improve relations at work. St Albert School District No, 3 says •'Our board makes itself available 
to staff, staff feel very comfortable in talking to trustees and open communication exists. Our district administration 
feels that it is listened to at the board level. Much input is accepted by our trustees who attend a I<H of school-based 
events and are always available. These measures arc well received by staff who will formally and infamally laud 
the efforts of our trustees. There is no real adversarial climate during salary or contract negotiations." 

Seine River School Division No. 14 (Stc-Anne» Manitoba) holds supper meetings with principals and union 
executives. Staff members seem to appreci;^ the gesture by the board and the unions always reciprocate and share 
supper meetings with school trustees and division administrators. A dinner is held at Rod Deer Public School District 
No. 104 each year for members of the high school staff and the district's executive council. 

Commission scolaire Baldwin-Cartier (Montreal) organizes a business dinner the second Thursday in 
September to enable the trustees, principals and top administrators to become acquainted or re-acquainted. The 
director introduces the new employees or trustees and mentions changes in positions and the chairperson of the boaixl 
highlights the priorities of the coming year. This business dinner has rcplaced a dinner and dance evening where the 
spouses were invited. After 1 5 years this particular event had become out of date and, on the advice of the majority, 
the new activity is preferred 

Windsor Roman Catholic Separate School Board has meetings between trustees, staff and teachers during 
which various topics ranging from school supplies to supervision are discussed Meetings are usually held with a 
maximum of about five or six schools and it takes about six or seven meetings to cover thewholc system. Since 
trustees are in each discussion group, staff feel that tlK^y have an opportunity to express their opinions directly to the 
board. 

Easy access to senior staff and a concerted effort in creating open communication among staff throughout 
the regionihe help increase staff moral at the York Region Board of Educatiw (Aurora). Also principal and vice- 
principal committer organize and operate three-day retreat conferences yearly . 

The Simcoe County Board of Education (Barrie) encourages its principals and superintendents to give 
informal oral recognition to deserving employees and teachers. Staff morale is enhanced when individual groups are 
invited to make presentations to administrators and the director when the board's long-range plans arc being 
formulated. 



Committees 

Staff members like to being involved in decisions that may affect their work and like to participate in the 
development of policies that concern them. This type of interaction generate* a climate of confidence that is beneficial 
at all levels of the school system. When decisions arc made that do not involve staff input, there can be a backlash. 
School District No. 20 in Saint John writes *Two Labour-Management Commiuees have i^uccd many mutual 
benefits in our school dLsuict due to these consultative processes. These forums allow for meaningful dialogue and 
are excellent avenues for pn)moting good relations between the kx:al unions and the employer. The local teachers' 
association has a liaison committee that meets periodically with the school board's Public Relations Committee to 
discuss topics of mutual concern. Evidence abounds which shows what can be accomplished when the true art of 



communication is fostered ... The Joint Health and Safely Committee is another veJii^le through which immense good 
is lealized Mindful that the main thrust of this committee is to promcHe the concqH of safely measures in all working 
locations, the fact that members from the union and mana^ment sit at the same table to piomote what is best for our 
employees !tas im>ven to be a positive enterprise. This committer affords an excell^t meeting grtxind few good 
positive ccmmunication.'* 

At Red Deer Public School District No. 104 there are cx)mmitt^s involving representatives fix>m all staff to 
assist in the develc^Mneni of district policies and regul^ns. A co-imUnating committee ccxisisting of teachers, seniw 
administration and school board members meet to discuss most policies and regulations prior to a final vote and 
implementation. One of the main committees ^ the Regina Board of Education, the StafTRelations Committee, meets 
once a month to discuss staff interests. Frequently staff memb^ from all areas of the board aie invited to this 
committee to present education, travel or philosophical papers on such things as secondments to the Department of 
Education, a yearns leave of absence* educational leaves and exchanges. This is one morc opportunity for further 
recognition of staff accomplishments and a unique way to fost^^ a closer winking relationship among trustees, senior 
administration and staff. Hie unions, fcxleraiions and teacher associations are all members of this committee. 
Discussicm of staff problems is on-going. This ctMnmiltce provjdcs the importunity for good communicaiicMis at all 
levels and fosters good morale and human relations. 

A Board Administration Leadership Committee at the St Vital School Division No. 6 (Winnipeg) was 
created because: 

The Board of Trustees of the St. Vital School Division recognizes the need and benefit of meeting from time 
to time with the adnunistradve personnel of the school system during the course of the school year to corner 
collectively on educational problems and concerns, desired directions in which the system should be moving and to 
review and recognize the attainment of desired objectives and philosophies. 

The member^ip of the committee is competed of trustws, principals, vice principals, the Senior Executive 
Council, assistant secretary-trcasun^, deputy assistant superintendents, si^xiirvisors, and the child guidance clinic 
area service director A minimum of three meetings are normally called during the school year. The board of trustees 
provides an annual sum of nuHiey in the budget to cover the operating costs of the committee. 

Howe Sound School DLsuict No. 48 (Squamish, British Columbia) writes that because the school district 
is small , there are many c^pc^unities through more informal meetings to foster a climate that increases good will. 
Relationships between board and teachers are more personal and several advisory committees with joint mistce- 
teachCT participation have been created that increase employe involvement in decision-making. Powell River School 
District No. 47 (British Columbia) creates policies that involve staff input via ad hoc commiuees set up by the board 
or through the board*s Education Committee. Supporting an open dow policy and involving teachers and 
administrators in the decision-making process has done a lot to enhance morale. It has established through its 
committee structure mechanisms for airing grievances and resolving disputes. By planning for the future, a lot of 
uncertainty is removed and this has a very positive eiTect on morale. 

An Employee Recognition Committee at The Board of Education for the City of York was established a few 
years ago to implemCTt a recognition ceremony for employees with 12 years of service. Until then, only new 
employees and 25-ycar employees were officially recognized and the board felt that personnel with service 
somewhere in between should be recognized. Now that a wine and cheese ceremony al a country club for employees 
with 12 years of service is well-established, the committee concentrates on activities lliat serve to foster better mcMale 
at the board such as organb.ing employee groups to go to Blue Jay baseball games, a family day al Canada's 
Wonderland, and dances* 

At School District No. 38 (Campbellton, N. B.), *' to encourage an enthusiastic climate of co-operative 
enterprise," teachers are given an opportunity to particii^te in decision-making through curriculum commiuces and 
a very active school-based program, Grande FYairie School District No. 2357 has a uiistec-teachcr liaison commiticc 
where representatives from schools meet with trustees monthly to discuss staff concerns. This board encourages a 
high degree of employee participation on various board committees. Before major policy changes arc made, various 
employee groups are consulted. 

Prince Albert Canprchensive High School Board (Saskatchewan) has formed a liaison committee with 
trustees, the board staff and student body. The committee*s purpose is to act as a liaison between students, staff and 
the board and bring forth recommendation to improve programs, public relations and property. 



School Unit No, 2's Quality of Working Lif€ Commitue 

In January 1984, Regional Administrative School Unit No. 2 (Summersicle. ffil) sent its Student Services 
Ccwisultant, Basil Haiie, to participate in the "Work Improvement Training Prognwn- at the Institute of Public Affairs 
at Dalhousie Univ^ity, The program consi^ed of a one-week introduciOTy course and seventeen two-day seminars 
spaced over twenty months. Its objective was to provide individuals in the private and public sectors with the insights 
and skillsnecessary to develop pn^rams of worker participation in the piw thewwk* 
place. According to the report Quality of Working Ufe : Implications in Education by Mr. Haire* the Quality of 
Working Life concept is: 

1 .... a bioad com:ept that relates to both the intrinsk: and extrinsic a^iects of wcHk. Intrinsic in that QWL refers to 
the extent to which work provides an op^xjrtunity for an individual to satisfy a variety of personal ne^ ~ the need 
for a sense of personal woith, the need to intoact with oth^, the need to be recognized for achievement and contri- 
bution, the need for personal and professional growth. Extrinsic in that the organization attempts to ^vate the 
creativity and enhance the efficiency of its members by involving them in the dedsicHis that affect them directly and 
have an impact on their wofk lives. 

2.... a style of organizaticMial management that has a humanistic Sramework recognizing the positive characteristics 
of people (e.gM pride, growth, autonom y as well as a recognition of the essential elements necessary for organizations 
to be effective (e.g., planning, flexibility, competent work f(m:e, productivity.) 

3...« concerned with organizational change and growth as well as the personal development of individual members. 
4.,, a process that prwnotes a long-term commitment from participants to exert influence in their woriL environment 
by active involvement in decision-making and willing contribution in iHX)blem analysis activities. 
5.... a philosophy that mutual benefit will be realized when genuine co-operation between management and staff 
reflects the "style of management" of an wganization. 

This leads to the development of a "corporate culture," a climate designed to enhance efllciency of the 
system and to improve the qn^uy of life of its participants. 

Formal presentations were made during the term of the program to the school trustees, the office staff, school 
principals and staff of elementary ^hools outlining the major compcments of QWL and its implicationst for the 
variouslcvelsofthe school system. Several ^tivities served as "demon^raticm projects*" to show how the {nincif^es 
of QWL were incorporated into the process, albwing for a hi^ degree of participatic^ and umstnictive feedback. 
Among the activities were 1) two "Schod Looks at ItselT seminars wh^ teachers and administrators focused on 
the theme "Quality of Instruction," and wrote individual and group gwls for defined elements that they identified 
ascssentialtotheihemc; 2) a Quality of Work Life survey conduct^ among the teaching staff assessing peiceptions 
in the level of involvement in decision makir^ in 12 areas of the system oi^ganization, the level of commimication 
that exists between them and various significant others in the educational network, and existing involvement options. 
Respondents were asked to identify the process<^ that exist in their {Ocular situation, assess their attitude towards 
these processes, and jMicsent alternatives for improvement. 

It was recommended that a committee be established to develop both a philos^hical position and policy 
statement on adapting a management style encompassing the principles of QWL. These documents are found in the 
appendices of this report. 

It was also recommended that the unit develop a leadership jrogram and make it available to board membCTs, 
board office administrative personnel, principals, vice-principals, dq)artment heads and designated staff from all 
sectors of the system. Such exposure for a large group of peoi^e would serve not only to set the tone for the unit but 
would also facilitate the process of involvement in all areas of the system by providing leadership training. U was also 
recommended that individual schools develop an extended program of self-analysis, goal identification and 
"pioriyation"^ and objective statements to enhance the effativeness of the school 

Another recommendation was that the unit invite representative groups of non-instructional staff to fonn 
committees to deal with common concerns and the needs of the people represented^ Since September 1987 the 
school unit has had a four-member Quality of Working Life CommiUee to encourage staff to develop projects or 
committees that would improve the quality of their working life ( in safety and environment, extraKrurricular 



1 Basil Haire, Quality ofWorking Life: Implicmions in Education (Summersidc: Regional Administrative School Unit 
No. 2, 1986). pp. 1.6, 19-23. 
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activities, employee recognition, in-service programs, employe assistance program, cic.) In this way the school 
system hqpcs to im|m)ve the quality of work life for staff and enhance the overall efficiency of the system through 
coopCTative involvement 

Ottawa Baoi^ of Educations' s Two-year Strategic Plan 

The most important step that the Ottawa Board erf Educatitm has taken recently to fost^ a climate that 
incieascs staff morale and goodwill was the formaticMi of the Joint PuWic Relations Committee in Sejrten:' er 1986. 
This conunittee, which meets twice monthly, is composed of designated representatives from all local federations 
and union executives, repre^ntativ^ from non-affiliat^ staff, continuing education, trustees and parents. Its 
mandate is to iromote a spirit of co-opeiaiion between various employee groups; to promote the Ottawa Board of 
Education through a common approach, both internally and externally; and to provide input and feedback to the 
Public Relations Office. 

From the outset emphasis was placcdon internal efforts to improve staff morale, iromote team-building 
among board employees, and to develop a sense of pride in the system. Employees were asked through a short written 
questionnairefor ideas for improvement and publicizing strengths. Re;^ndcnts ovcrwhelmingy cited the profession- 
alism, experience, and extracxdinary d«licaiion of staff as one of the board's assets. At the same time, almost one- 
third felt that internal communication between individual schools, administratiai and trustees, and between French 
and English sectors should be improved; that employees need to be recognized and sun)orted, morally and financially, 
that increased prof^^ional development should be provided, particularly wh^ new teaching methods are introduced, 
and that everyone needed to woHl more as a team. 

TTie Joint Publk: Relations Committee re^>onded by organizing Celebration '87 for over 1 ,300 employees 
at the Civic Centre in Februrary 1987, and successfully applied for Ontario Public School Teachers' Federation 
funding for a workshop on **The Total Team Approach,"* given by Dr. Bill Banach of the Macomb County 
Intermediate School District in Michigan. As a result of the workshop and the feedback from the employee •'mini- 
survey,'' the Joint Public Relations Committee established system- wide goals to improve the OBE's public relations. 

In September 1987, a two-year ^rategic plan intended to achieve these goals was approved by the board. 
It is based on the marketing process o( analysis of the market place, devetopment of marketing strategies, implem- 
entation of strategkjs, and evaluation. To achieve goal # 1 , To ikvelop in att st^ff: a feeling ofpnde in our system; 
a feeling ofs€lf^st:em; a sense of each indinduaVs value to the board; mutual respect^' the following strategics, 
listed by priority, are being undeitaken: 

LP.R. Sparkplug Network. To promote and be an advocate of OBE public relations activities, a P.R, Sparkplug 
in each sdiool and board department is being identified. This individual could be from any staff group, or perhaps 
the chairperson of the school P.R. Committee. This **nctwori£** of advocates receives ?R. training in promoting their 
school or unit, has periodic meetings, and undertakes liaison with the Public Relations Office. 

2. P. R. Professional Development. To w(xk in co-operation with the Training and Development Officer to increase 
tlx? number of professional development sessions on public relations for all OBE staff so that all employees have a 
sense of their public relations responsibilities and training in dealing with the public. 

J. St(^ Orientation Program, To support the initiatives of the Personnel DcpartmCTt in establishing a Staff 
Orientation Program and receptions for new employees, to acquaint them with the organization, programs and 
employee benefits of the OBE. 

4. Staif Recognition Program. To develop a staff recognition program so that outstanding achievement at all levels 
can be acknowtedged and pride developed, 

5. Employee Recreation Association. To initiate an **OBE Recreation Association'' which would have the support 
and mandate to organize sports, recreational and special ev^ts for all employees, so that they may have greater 
opportunity for interaction. 
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6. Landscape Beautificaiion Program. To initiate an "OBE Landscape Beautifotion Program- in conjunction with 
the Plant Department to enhance the appearance of OBE facUiues in concert with the community, and to (tevelop pride 
in these facilities. 

7. BuUding Signs. To implement the new corporate identity program of buUding signs, so that employees (and the 
community) can readily associate buildings with the OBE. 

8. OBE Flag. To introduce an OBE flag to be . own as id«itification at all OBE sites, to increase pride in the system. 

9. OBE Lapel Pin. To produce an OBE lapel pin, available to all OBE employees, in order to increase pride and 
ownership m the system. Pins would be availaWe at cost for use at conferences, special events, etc 

10. St(0 Exchanges. To encourage staff exchanges to other cities and countries to promote pride in the system and 
foster growth and develq)menl of staff members as "educational ambassadors." This would include promoting the 
advantages of leave programs. 

Jl.P.R. Suggestion Box. To initiate a ?R. suggestion box and contests for the best P.R. projects. 
Goal *2 To imj^ove internal and exiemal communications 

J Welcome Posters. To introduce welcome posters and door stickers in all OBE schools and faciliUes to make them 
more welcoming to the community and to direct visitore to the office in a pleasant manner. This would supplement 
current signs required by law. 

2. Communications Evaluation. To examine all forms of internal and external communication, assess their 
effectiveness and invesUgate alternative means of communication in concert with the Office Automation Committee 
e. g., electronic mail, notice boards, etc. 

Goal It 3 To deumine and respond to the needs of our public 

1 Surveys. To conduct regular and periodic airveys of the community, staff and students to assess perceptions of 
the OBE and respond more effectively to the public's needs. 

2. Communications Plan. Employees wiU be made aware of these initiatives tiuough the employees' newsletter and 
thirugh their federation representatives on the Joint Public Relations Committee. 

Since the plan was approved, Uie employee newsletter has been revamped. The "P.R. Sparkplug" network 
has been established, and the first woricshop was held on "developing a communications plan." The evaluations of 
this workshop were exceUent, and the "sparkplugs" are anxious for more training. Plans arc also underway to set up 
a recreation association in conjunction with the civil service recreation group. Employees seem to be more conscious 
of the need for team-building and of the positive effects of pubUcizing tiieir work in terms of building morale. ^ 

Staff Development Programs and In-service 

One way school boards increase morale and goodwill is by a staff devetopment program for all employees. 
In-service is a good way for sc hool boards to recognize outstanding employees. In other fields, promotion and career 
advancement are the usual way to reward outstanding employees. In education, however, there are no promotional 



» Two-Year Strategic Plan (^the Joint Public Relations CommUue (OtUiwa: Ottawa Board of Education, September 
1987)pp.l-5. 



ERIC 



x3 



opportunities for employees who wish to remain classroom leattrhca^. Promoting programs like Affirmative Action, 
job sharing, job shadowing, (rfTering professional devdc^ment activities that le^nd to employee needs, and 
allowing time with pay to i^cipate in community or profcssi<mal c^ganizations, all create a sen» that the perKMial 
ami im)fessional growth of employees concern the board and that staff will be given the opportunities to improve 
themselves, learn and grow. As well, ^vocating change and endorsing a school board policy that encourages 
administrators to move around the school system will enable them to benefit from meeting new personnel, taking 
on new challenges and coming into cont^t with new ideas. 

St Boniface School DivisiOT has a personal and professional development fund j^d for by the bcord but 
administered by teachers. As well, release time is given for in-service with the expectation that some in-service will 
occur after school h(KU^. AtPowell River School District No. 47, the professional development money is administered 
by a joint management committee controlled by teachers. Fort McMurraay Catholic School Board has a Professional 
Devel(^ent Day fcM* all staff — tethers, secretaries, maintenance workers and caretakers. 

All individuals and schools at the Halton Board of Education (Burlington) have growth plans and the system 
provides leadership and de vel<^)mcnt opportunities. Secondments for ^)ccial pojects , deferred leave plan , exchanges 
and internal mobility are all encourage. Co-operative supervision and evaluation procedures have been developed 
to focus on professional growth and there are clearly articulated performance criteria for all employee groups. The 
benefits of such opportunities are a high level of involvement on committees, a high level of leadership expertise and 
strong inlCTest in professional development. Staff demonstrate pride, loyalty and commitment to the goaLs of the 
system. 

At Nanaimo School District No. 68 workshops in inlcrpersonal rclaticHis and superviscry skills arc a 
continuing part of the professional devclc^mrat program and the Commission scolaire Anciennc-Loretic holds an 
nnual workshop on a theme that is selected in co-operation with the different employee groups. Individually 
»nalized certificates, signed by the director of Saskatoon School Division No. 13, are presented to employees 
w ;n they complete each in-service activity. 

During the past eight years, ihe Hamilton Board of Education's Staff Development Program has provided 
numerous professional development activities that have resulted in the acquisition of leadership skills by employees 
and greater job satisfaction. Employees increasingly place a high value on this program. Very few difficulties or 
negative reactions have been encountered. At Yorit Region Board of Education (Aurora), leadership seminars arc 
open to all staff, both teaching and non-teaching. Both the caretakers and the secretaries have a regional professional 
activity day organized by their committees to meet and deal with their needs. The board believes it is important to 
offer these opportunities to all staff members on an equal basis; people 's feelings of importance arc thus raised. When 
enrolment in seminars on leadership is restricted, obviously there is some discontent. 

River East School Division No. 9 in Winnipeg actively promc^ staff development with adequate funds and, 
which is pMsibly more important, by its participation in annual staff jrojccts, such as a teacher-board seminar on a 
Saturday, a multicultural event, a three-day principals* and vice-principals' conference, a division one-day staff 
confercnc, a dinner to recognize all volunteer staff coaches in sports, a student writers' anthology evening, etc. 

The Leadership Project Policy at St- Vital School Division No, 6 (Winnipeg) recognizes the importance 
of developing leaders and leadership skills in its professional personnel. The clerical, secretarial and non-teaching 
library staff receive professional dcvelofMnent when schools are closed. These sessions usually cover hands-on 
training in first aid or computers to time management, motivational topics like self-development, how to motivate, 
communicate and succeed. These PD activities are planned and organized by a committee of secretarial , clerical and 
library staff. Besides the common planned professional development seminars, each clerical/ secretarial employee 
can tap the PD fund for additional support to attend workshops or seminars outside the division. Each employee may 
make one request per year to a maximum of $50, 

Scarborough B<wdof Educauon has an extensive professional development in-service program for teaching 
and non-teaching staff in public relations, leadership skills, career and personal life planning, winning in retirement, 
secretarial skills, computer training and in subjects such as science, values education and computers in education. 

Employee Assistance Programs 

Staff wellness programs, where people make choices about their lifestyles that help them look and feel better. 
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iircrcase their productivity and generally improve their health, are beginning to crop up in a few school boards. There 
arc five major components to wellness |Mt>grams: personal safety, microenvironn^tal im)teciion, nutritkMi, fitness 
aiKl physical education, and mental well-being. Pasonal safety encourages regular seat belt use and automobile 
safety, home and family safety, and accident prevention measures. The goal of microenvinmmental jnxHection is 
reducing w eUminating cigarette smoking, alcohol mtake, and drug and chemical abuse. Nutrition awareness 
examines the importance of proper eating habits - balanced diets, sensible calorie counting, and reduced intake of 
salt, sugar, and fats. Since regular exracise strengthens the body snA reduces the risk of heart disease and contributes 
to mental wcU-being, the fitness and physical education component «nphasizcs exercises that improve flexibility, 
musLlc strength and cardiorespiratory endurance. Fmally, stnss, tension and deprcssjOT can contribute to declining 
productivity, increased absenteeism and a number of phv ■ al illnesses. Mental well-being includes stress manage- 
ment, goal-setting, forming and maintaining quality relaUwiships, effective communication, and values. 

Implementing a wellness program brings savings in health care benefits since such programs can result in 
savings on insurance rates. 

In August 1985, the Edmonton Public Schools' Employee Assistance Program, a free counselling service 
for staff and their families, added a component which emphasized staff wellness. By jwoviding counselling, 
cMisulting, referrals and opportunities for education and co-ordinating health-promoting activities for all staff, the 
EAP assists staff in developing self-responsibility in feeling bettCT about themselves, their families and colleagues, 
and place of work. District-wide activiti^ are held and include a slow pitch tournament, volleyball tournaments, 
curling bonspiels, and a Chrisunas party for emptoyces' children. School activities include social events, fimess 
activities, and professional and personal develi^meni seminars f<»- staff. EAP staff and odicr consultants frequenUy 
encourage aaff to promote and maintain collcgiality through improved communication skills, involvement in 
decision-making and increased interaction ofstaffal all levels. The impact of many of Uiese initiatives is evaluated 
annually by the administration of Uie Staff Satisfaction Survey. In 1987 almost 94% of staff reported that the 
Edmonton Public School Board is a good place to work. 

The Employee Assistance Program at the Board of Educati wi for the City of York is a counselling and referral 
service for employees and Uwir families offered at no charge. This service has bc«n established to help alleviate 
personal prdjlems, tensions and stress before they lead to more serious difficulties. The program complements die 
board's medical plan benefits by responding to die emoional, social and psychological health of employees. The EAP 
consultation service covers personal and worit-rclaled issues which an employee or a member of his or her family feels 
might adversely affect his or her well-being. These can include alcohol or drug abuse, career counselling, family and 
marital relationships, personal and emotional crisis, interpersonal relations, job-related stress, and financial concerns. 
As well, the board offers employees a "Preparing Your RcUrcmcnt" workshop through a consultant It is open to 
teaching and support staff and their spouses. 

Visits by Administrators and Trustees to Schools and Board Offices 
and their Participation in School Functions 

Several school boards mentioned that one way they increase staff morale is by showing dial die 
administrators and die trustees are interested and concerned about what goes on in die schools. This is done by having 
trustees and administrators attend a great number of school events (plays, concerts, gaUierings to honour Oiosc 
retiring, parents' night, school openings, etc.) to show dieir support and appreciation for staff and student effort.^ 
In one school board, each trustee is assigned as a Haison member to schools. They readily accept invitations to school 
and teacher-initiated events. Trustees and adminisu^alors who are accessible and who take die time to visit schools, 
various departments and aUcnd Uieir local school activities regularly come to know staff well and diis one-to-one 
contact is invaluable. SupcrintcndOTts and trustees who make a concerted and planned effort to visit schools for short 
drop-in visits show die central office staffs interest and concern for all individuals. However, one school board 
mentioned Oiat an overabundance of trustee visits to schools can cause some anxiety among staff. 

The littk Touches that Make a Difference 

It goes wiUwui saying that rccc^nizing die achievements of individual staff members Uirough oral or written 
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measures as outlined in part of^ has a direct efHxt on enhancing human relations and increasing staff morale. In 
addilim to this, acknowledging ^aff in a more gei^ral way also fosters good morate. 

For example, PeterixHXHigh County Boanl of Eduction sends recognition cards to schools to gi^t positive 
feedback on itOTis of interest s^pearing in the press, A card signed by the dirwrtw ami all superintendents is sent to 
the school with a copy of the new^M5)er item. In the past several years, the board has found that the number of school- 
related itrais in the newspapers ^ems to have incxeased. Principals now tend to consider arranging press coverage 
for special events at their schools and reaction to this pnxedure has been positive. The cards are also used by senior 
administxators to send notes for special achievements, Superviswy staff arc very mindful of the need for positive 
feedt)ack through letters of recognition and (hey are written frequently. 

The CcMnmission scolaire r^gionale de la Chaudifere (Ville St"Ga)rges) sul^Krribes to a press clipping service 
and, based on these articles, sends a note of congratulations to all empk)ye<^ whose notewonhy personal, social, 
professional or cultural ach^vements are reported in the local paper. The Wellington County Board of EducaticHi in 
Guelph recently instituted an employee recognition system whereby every employee nxei pin in the shape 

of the board k>go. 

Another way %hool boards can make employees feel valued is to acknowledge ^xcial events in their lives. 
For exampte, they can send notes and cards and perhaps flowers to recognize sigiuficant family events such as 
illnesses, births and deaths. At the board office and in ^veral schools of the Commission scolaire de Chicoutimi, 
birthdays are highlighted by a sign board expressing best wishes. Lakeland Public School District No. 5460 
(Bonnyville, Alberta) sends Christmas cards and district pins to all employees. At Regina School Division No. 4, 
birthdays, anniversaries and similar special events are acknowledged at coffee parties and meetings. 

At Bumaby School District No. 4 1 , each year for the last three, ^hool district employees have been featured 
on post^^s and in newspaper advertisements as part of the district's (Hiblic awareness program . Employees are selec ted 
after consultation with school principals, employee group jHesidents and the school board. Staff develop a sense of 
pride in representing the district Members of the community identify with them and overall impact has been one of 
team work. St Albert School District No. 3 sends Chrisunas stockings to each school staff as well as fruit baskets 
at the end of the school year as a thank you for a job well done. These gestures set a good climate in the school board. 
The board and staff are seen more as a team, working together for the benefit of students and families. 



Personnel Policies 

Woik policies, working conditions and the manner in which they handle problems all contribute a great deal 
to increasing staff morale. For example, competitive wages, good wixking conditions, and continual efforts to 
impTDve employee benefits are all considered positive measures fw staff. Another area where boards feel they 
contribute to enhancing staff morale is through their humane and compassicxiaic personnel policies and practices. This 
is demonstrated by the flexible manner in which they handle requests for educational, personal or sick leave, and 
the opportunities leaching and non-teaching staff have for sabbatical leaves. Furthermore, they believe the following 
hiring and work policies contribute to a positive climate r open competitions at all levels, making sure that all jobs 
arc posted so that employees are aware of new employment opportunities, promotion policies that arc perceived as 
fair (often incorporatating staff involvement), the use of hiring panels, Afftrmative Action policies, and a concerted 
effort to promote employees from within, and providing staff with the opportunities to upgrade their qualifications. 
Many spoke about the spririt of goodwill that existed on both sides diuing the collective bargaining process and felt 
that employees had excellent contracts. They believe the board treats its employees in a fair and reasonable manner. 

In addition, building flexibility into jobs through such measures as part-time employment and job sharing 
ensures that employees who would like to combine work witii Uieir family or other responsibilities have the 
opportunity to do so. Thus, the board demonstrates that it values such employees and benefits by keeping them on staff. 

StJames-Assiniboia School Division No. 2 (Winnipeg) feels that it has increased staff morale and goodwill 
by its humane addressing of declining enrolment The division' s enrolment declined from 2 1 ,000 in 1 979 to its current 
1 1,500. During all this time, staff laycrf'fs have been required only one year since natural attriticMi has been able to 
account for the rest of the staff reduction. In large part, this has been possible only because of the various actic^s taken 
by trustees and senior administrators in making staffing allocations to the various school buildings. Strathcona 
County Board ofEducation in Sherwood Park, Alberta, has experienced enrolment drops and staff reductions that 
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have created diffK^uU times. The reaction to this situation has beoi tempered by the caring attitude board pc^'scmnel 
but morale has been aficcted 



Surveys, Evaluations and Assessments 

The Conimissi(Mi scolaire r6gionale de la Chaudi6re (Ville St-Georges) ctmsiders that its moA positive 
program is (xic which enables superiors to discuss and follow the and satisfaction level of their employees. This 
program is in Uiree stages. During the furst stage, from the beginning of September to the aid of October, school 
principals and board superintendents meet with e^ of their employe to 1) become aware of the work satisf£K:tion 
level of the employee, 2) express to the employee the administration's expectations of him or hex, 3) permit the 
employee to express his or her expectations, 4) attcmiH to hamKMiize the expectation of both sides, S) identify with 
the employee some work objectives (one or two) which, when realized, will be a source of motivation for the 
employee. At thcend of Ctetobertheboard'spersonneldirectorphcHiescach principal or siq)erintendent toaskatwhat 
stage iIksc emptoyer-cmployre meetings are. 

During the second stage, from the beginning of January to the end o( March, principals and superintendents 
meet, if possible, each of their emptoyccs, particularly those who need suppwt to deal with some issues previously 
raised. The meetings are meant 1 ) to detomine to what extent the objectives e^blished at the fir^ meeting have been 
achieved and the satisfaction and motivatiOT level of the employe towards the achievem<^t of these objectives; 2) 
to pi' sue unfinished dyectivcs, 3) if the objectives have been achieved to the satisfaction of the employee and his 
or her superior, to establish new ones for the second part of the year. Again the personnel director contacts the 
principals or superintendents at the end of March to sec how these di^ussicxis have progressed 

The third stage is conducted at the end of the school year, during June, when the employo* meets pc^-sonally 
with, or sends a letter to, if necessary, all his or ho" employees to let them know how appreciated their work has 
been throughout the year and to comment on the objectives established. Throughout the year and each time the 
opportunity presents itself, the director or his designate, underlines to employees his or her satisfaction and 
congratulates them for a job well dwe. The board feels that this program has produced very positive results. 

More and more school boards are using surveys to obtain valuable information on staff perceptions of the 
educational system. Edmonton Public School Board conducts an annual student and staff attiuide airvey. Maple 
Ridgc-Piu Meadows School District No. 42 in British Columbia has regular extensive surveys of students, teachers, 
board employees, parents and non-parents to find out their attitudes on a wide variety of public education issue^-? and 
priorities. Sl James- Assiniboia Schocd Division No. 2 (Winnipeg) has bi-annual surveys to assess the morale of the 
division staff The results enable the board to determine if its activities have been effective and to make the necessary 
changes* 

At the Saskatoon Board of Education, formal surveys of employee perceptions of the school division, the 
workplace, the communications stricture, the programs, are conducted by an outside agency. The results are 
communicated to each employee group by the director of education. 
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MEASURES UNDER CONSIDERATION 



We asked school boards if there were any measures ciurenily being considered which they felt would be 
wcKthwhile in either giving recogniti(Hi to ^aff or enlancing human relations and increasing staH^ morale. The 
respcmses indicated that ^hool boanls would like to have at lea^ oik^ social even ta year in which all school bc^ 
empbyees, withoutdi$tim:tkHi of fum^tion, can participate* Unfc^unately, the la^ size of some ^:hool boards makes 
such events rather difficult K> organize and, traditionally, ^afl have been divided by entpbyment — teachm, 
admmistxators, and Nippon staff. However-, today schoc^ boards such as tte C^tawa Board Education have se^ 
the benefits of testing these largo- events and making evoy employee feel that they arc all part the same team, 
thereby fostering a feeling of belonging and pri(te, Wiltow Creek School Division No. 28 (Qaresholm, Albota) is 
discussing the possibility of a once-a-year meal — {Hobably a barbecue — fw all staff (except bus drivers who aheady 
have a sqsarate year-end function). Gan^ siK:h as baseball would be feauued. The board members and central of f»:e 
administrators would serve the te^:!^ and iaq)p(Ht staff. 

Several boards expressed the need fcH* a staff newsletter ihat would de^ribe the latest happenings across 
the board and the positive aconnpUshmoits of staff. At the Tunmins Board of Education, a new format for the 
empbyee newsletter will be implemented — part of the marketing thrust is to develop employee self-esteem and 
recognize exemf^lary practices. With a new staff memba focusing on this area, improvements are expected. Other 
boards mmtbned that tl^y also are reviewing internal publicatiof^ to see how they can improve communications. 

CHher measures urxter consid^tion are those that will ^ihance communications and con$ultati<m bctweoi 
staff. Many expressed the i^ed fw iiKreased ways to permit staff in}nit and ccnnmunication in board decisions and 
policies. Deer Public School District No. 104 in Alberta is kxdungatannual meetings with the various employee 
groups to discuss concerns. It also wouki like senior administratbn and local co-ordinators to be more visible at the 
school level. In 1988, the assistait supcrint€^(tent will m»t individually with 70 teachers select^ at random to discuss 
the current ^atus of job sati^action. 

At Regina Roman Catholic Separate School Division, communication and the role of stan* in decision- 
making and in the dissemination of information is under review. The develc^ent of a board communications 
committee at Sturgeon School Division No* 24 (MorinvUle, Alberta) is an attempt to improve the communic^on 
between the board and stakehcddfrs. Since January 1988 the Peterborough County Board of Education has been 
expanding the role of the craimunity liaison officer. A staflf newsletter was created and an increased em^rfiasis on 
communH:ating stafTand student achievements to the public was umtertaken. In September 1987, the position of staff 
devebpment officer was created and this was the first lime an iiulividual was responsible for training and developing 
academic and non-acadenuc staff. This is al^ perceived as a step which will not only increase the skills of employees 
but enhance communication and human relations within the board. 

Devek^ing a board polky to recognize the dgnificant achievements of sta^ is a concern at the Simcoe 
County Board of Education (Barrie). Consideration is also being given to providing in-service for people in 
supmisc^y positions on how they might recognize individual achievements and what they might k)ok (or. 

A joint committ^ of trustees and teachers is investigating oth^ ways of providing public recognition at 
Lakeland Public School District (BonnyviUe, Alberta). Measures under consideration in Nanaimo School District 
No. 68 include ti^ development of a policy on recognition and £^reciation activities, a long service pin recognition 
program, and mcMe frequent visits to board meetings from empbyees who deserve special recognition. As well, a 
q>ecial recognition and appreciation committee wiUi r^resentation from various gsonps will develop a plan for the 
district A teacter recognition plan for outstanding performance is being considered at the Halton Board of Education. 



ERIC 



Peace Rivcx School District No. 10 in Alberta is looking at a 'Teacher of the YeaT and "Emptoyee of the Year" 
Award Winners would receive an all expwises paid trip to the a)nfaeiK:e/seminar of their choice. Schod District 
No. 10 (Chatham, New Brunswick) has considered a 'Teacher of the I 'onth" and 'Teacher of the Year^ Award but 
the reaction has been negative — tiierc is fear of creating jealousy or animosity. St Albert School District No. 3 is 
considering holding awards fw the best carctaking team of tlK; year and the Golden Aiq)le Awards - for significant 
achievement by staff. 

The Lambton Bo^ of Education (Samia, Ontario) has thought of printing commemorative certificates for 
those who now receive congratulatory tetters from llw chairperson or the directM*. 

The Calgary Board of Education does not have a formal jHogram to give recognition to staff numbers. 
However, in October 1985, the board established 11 school distrfct goals. Goal #10 is "to strengthen positive 
relaiiwiships and communicaaons with students, parents, employees, the public. Alberta Education, educational 
instinitions and the media." As part of the work of he Goal # 10 Committee, an employee recognition program will 
be devclop(^ and action on this matte; is under consideration. 

Some initiatives of the Hamilton Board of Education's System Public Relatims Committee include staff 
recognition of various employee groups, a Staff Recognition Evening held annually (m teachers, school board teams 
participating in charity events, employee surveys and school-level public relations a»nmitl€«s and i^ojecis. Seven 
Oaks School Division No. 10 in Winnipeg recently organized an Employee Recognition CtHnrnittee. At the Board 
of Education for the City of York, the committee charged with kmg-semce recognition is working with all wnployee 
groups to develop an on-going series of activities that will foster improved staff morale such as an annual picnic, 
employee dance, hot dog days, baseball tournament, etc. 

The Commission scolaire de Chicoutimi is examining the idea of a public survey to see what services arc 
expected from the school. Sl James-Assiniboia Sch'^1 Division No. 2 in Winnipeg is studying a "welbiess" program 
which would address the well-being, both in physical health and work satisfactiwi, of all staff. Pursuing its initiatives 
with an open door policy with all employees is a goal with the Commission scolaire du Sauli-St. Louis. "Even if we 
have taken a giant step in this area, there remains much to do." 
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CONCLUSION 



As we have seen in this report school boards have, in the past few ytaxs^ given mm attention to measures 
whk^hgiverecc^nitiontotheirstaiTandimiTOvethequalityof tf^ working life. Althcxigh some methods 

of recognizing staflf, sikA as honouring ^ ong service empbye^, have been kHig practised in many btwis, wc see in 
the late 19^ dforts to focus on the special contributicms of ^aff, students aiid members of the community. Boards 
want to recognize all deserving staff. At the san^ time, emfdoyee fectemtions have expressed serious reservations 
ahoal singling out individimls for recognition. School boards like the Ottawa Board of Education are trying to 
reconcile th^ differences into a more broadly-based staff recogniticm {Hogram. 

Pride in staff is manif^ted by boards such as the Hamilt^Hi Board of Education and Ac Bumaby School 
District by i^ing ads in tocal newsp;^)^ in tributes to recognize out^anding per^nel. There is also an eff(Mt being 
macte to share the good things that st^ are doing through staff bull^ins. 

Awards and certificates are ancMho* way staff are recognized — we have seen that there is a move towards 
honouring many emjdoye^ — the emi^hasis has shifted fhnn focusing mostly on teachers to oicompassing all 
staff. The Excellence in Education Awards at McMunray Catholk: Bc^ of Education illustrates perfectly this 
movement to honour initiative and dedic^on of excqptimal individuals. Awards and certificates create a positive 
feeling and a seni^ of accomplishment They also r^x^ize publicly th<^ persons whose performance is 
outstanding. As wdl boards are organizing events to recognize in a more general way the accomplishments of a 
nurnb^ of people (e.g.« the Champim Day at the NcKth Yoric Board of Education). Many schod boards mentioned 
that providing exceptional empk)yees with professional develqxnent oppc^tunities (educational leaves^ conferences^ 
leadership skills* etc* } is also an excellent way to let ^aff know they are valued 

This report al^ looked at the various ways school boards foster a climate that enhances human relations and 
staff morale. Hokiing social and cultural events that bring ^aff together were the number one method used. This was 
followed by open and frank internal oxnmunication among the ^ool board administrators, trustees* and employees. 
This communication in enhanced by distributing summaries of school bc^ meetings, clearly established school 
board goals and pdicies, and board newsletters m staff bulletins that highli^t the many positive events, actions and 
i^xomplishments of staff* As well, a number of measures that involved listening and consulting with staff 
(committees, lunches, open ckxv pdicies, regular meetings, etc.) ait^ noted by boards as greatly contributing to a 
positive climate. Flexible persmnel policies, ^aff devetopmc^t programs, and employee assistance programs all help 
make a particular school system a good place to woik. 

Fmally , in measures under ccMisideration, many boards said they would like to organize a social event that 
brings together all board staff. Measures that enhance communk^ation, such as newslettm, meetings to discuss 
concerns and to get staff input, are also high pricxides. Boards that have not cstablirfied ways of recognizing staff 
would like to implement them* 

Many erf the measures listed in this report can be undertaken by any school district in the country — they 
arc not expensive, all they requhie is the desire to give importance to recognizing staff and enhancing the working 
climate. Policies and practice are nec^sary, but it is important to establish the {Hoper mentality in si^ior 
administrators so that tt^ value of recognitk)n n^asures is api^iated* Recognizing staff and enhancing employee 
morale is not a once-a-year formal endeavour. It is a OHitimial day-to-day way of working — a reflection of the 
principals'* the administrators' and the board's attitiules and values, These individuals must be made aware of and 
agree on the impcntance of efforts to enhance human relations. They must make these efforts, both formal and 
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infot;. al, sinccrc and meaningful. Of course, there are obstacles to confront Si. Bonify School DivisitMi No. 4 
rqx>rts. " With tight budgets, low salary ittcreases and the pressure to do more with less, it is difficult to keep good 
morale. We are not without our cynics who sec our efforts to recognize and support employees as meaningless 
gestures. They will always be with school boards. We become concerned, though, when positive teachers express 
their frustiBtion al not being able to accomplish all that is expected. Morale, budgets, and workloads do have 
something in common. Too little budget and too much woric, regardless of efforts to foster good relations, wreak 
havoc." 

It is a challenge in education today to find the time to observe what is going on and to give credit to deserving 
individuals. It is, furthermore, often difficult to measure the benefits of measures to recognize staff and enhance 
employee morale since the effects are usually intangible. "Research suggests that the climate of a school and staff 
morale can have a more profound effect on student attiuides and learning than such factors as class size and support 
services." ' The pay-off to students is quality teaching while the jray-off to staff is improved job satisfaction ~ staff 
demonstrate pride, loyalty and commitment to the goals of the system. Job satisfaction is heightened and staff turnover 
is reduced. By offering opportunities to all staff members on an equal basis, employees' feeUngs of importance are 
raised. These motivational measures promote a sense of togetherness among all staff and increase communication 
and understanding in the school system. 



»Judith Fris, "Improve the Internal Qimate and Exta, Image of a School" The Canadian School Executive, 



SCHOOL BOARDS PARTICIPATING IN THE SURVEY 



RTHSH COLUMBIA 



Bumaby School District No. 41 

Campbell River School District No. 72 

Central Okanagan School Di^ct No. 23 (Kelowna) 

Cowichan School District No. 65 (Duncan) 

Howe Sound School District No. 48 (Squamish) 

Nanaimo School District No. 68 

Nofth Vancouver School District No. 44 

Powell River School District No. 47 

Prince Rupert School District No. 52 

Qualicum School District No. 69 (Paricsville) 

RichnK>nd School District No. 38 

Surrey School District No. 36 

Terrace School District No. 88 

ALBERTA 



Calgary Board of Education 

County of Newell No. 4 (Brooks) 

Edmonton Public Sc1kx)1 Board 

Edmonton Roman Catholic Separate School Division 

No. 7 

Foothills School District No. 38 (High River) 
Fon McMurray Catholic Board of Education 
Grande Prairie School District No. 2357 
Lakeland Public School District No. 5460 (Bonnyvillc) 
Lethbridge Catholic Separate School District No. 9 
Medicine Hat School District No. 76 
Peace River School Division No. 10 
Red Deer Public School District No. 104 
Rocky Mountain School Division No. 15 (Rocky 
/iu^j House) 

Suathcoii^ Lo^.nty Board of Education (Sherwood 
i s 

SL A\b. '^nool District No. 3 

Sturgeon School Division No. 24 (Morinvillc) 

Willow Creek School Divsion No. 28 (Clarcsholm) 



SASKATC.HEWAN 

Nipawin School Division No. 61 

Prince Albert Compn^hensive High School Board 

Regina School Division No. 4 

Regina Roman Catholic Separate School Division No. 

81 

Sadcatchcwan Valley School Division No. 49 (War- 
man) 

Saskatocxi School Division No. 13 



MANITOBA 

Brandon School Division No. 40 
Division scdaire de la Rivi^ Seine/Seine River 
School Division No, 14 (Ste-Anne) 
Frontier School Division No. 48 (Wmnipeg) 
Garden Valley School Division No. 26 (Winkler) 
River East School Divisiwi No. 9 (Winnipeg) 
Seven Oaks School Division No, 10 (Winnipeg) 
Sl Boniface School Division No. 4 
St. James- Assiniboia School Division No. 2 (Win- 
nipeg) 

St. Vital School Division No. 6 (Winnipeg) 
School Disoict of Mystery Lake No. 2355 (Thompson) 
Tiger Hills School Division No. 29 (Glenboro) 
Winnipeg School Division No. 1 



ONTARIO 

Carlcton B<wd of Education 

Dryden Board of Education 

Dufferin-Peel Roman Catholic Separate School Board 

(Mississauga) 

Etobicoke Board of Education 
Frontenac-Lennox and Addington County Roman 
Catholic Separate School Board (Kingston) 
Halton Board of Education (Burlington) 
Hamilton Board of Education 
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Hastings-Prince Edward County Roman Catholic 
Separate School Board (Belleville) 
Lambton County Board of Education (Samia) 
Leeds and GienviUe County Board of Education 
(Brockville) 

London Board of Education 

Nipissing Board of Education (North Bay) 

North York Board of EdiK:ation 

Ottawa Board of £diK:ation 

Peel Board of Education (Mississauga) 

Peterborough County Board of Education 

Scarborough Board of Education 

Simcoe C(Kinty Board of Education (Barric) 

The Board of Education for the City of York 

Timmins Board of Education 

Toronto Board of Education 

Wellington County Boaitl of Education (Guelph) 

Windsor Roman C!atholic Separau: School Board 

York Region Board of Education (Aurora) 



NOVA SCOTIA 



Cumberland District School Board (SpringhiU) 
Shelinime County District School Board (Barrington 
Passage) 

Dartmouth District School Board 



PRINCE EDWARD ISLAND 



Regional Administrative School Unit No. 2 (Summer- 
side) 

Regional Administrative Schocd Unit No. 3 (Chariot 
tctown) 



NEWFOUNDLAND 



Green Bay Integrated School Board (Springdale) 
Labrador East Integiated School Board (Goose Bay) 
Port aux Basques Integrated School Board 



QUEBEC 

Commission «:olairc Ancienne-Lorette 
Commission scolaire Baldwin-Cartic^ (Montreal) 
Commission scolaire de Chicoutimi 
Commission scolaire de rindustrie (Joiiette) 
Commission scolaire du Sault-Saint-Louis (Montreal) 
Conseil scolaue dB Tile de Montreal 
Commission scolaire rfgionale de la Chaudifcre (Ville 
Saint-^jeorgcs) 

Lakeshore School Board (Monueal) 



NEW BRUNSWICK 

Commission scolaire J^r6mc-Boudreau (Bathurst) 

District scolaire n^ 1 (Saint-Qu^^lin) 

District scolaire n^ 6 (Shippagan) 

District scolaire n"* 32 (Grand-Sault) 

District scolaire n° 33 (Edmunston) 

School District No. 10 (Chatham) 

School District No. 14 (Moncton) 

School District No. 15 (Moncton) 

School District No. 18 (Sussex) 

School District No. 20 (Saint John) 

School District No. 25 (Oromocto) 

School District No, 26 (Frcdericton) 

School District No. 36 (Dalhousie) 
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THE BOARD OF EDUCATION FOR THE CITY OP HAMILTON 



We're Proud of 
Wayne Hager 




Now tead^g a! Westdalc Sceomtaiv Sdiool, 
Wayne Hag«. has bean (»3chmg high $ditK)l 
basketball, fratball and cro^-oiuntiy mm^ 
for20years. He has also seived as Program Di- 
rector of the Ontario Athletk: Leadership Cair^. 
Wayne t^ls coadiing crea^ a 's^xnd fami^' 
for hs students: in cross-country, everycme of 
my 86 Kids is import^t from an Qfitario fin^ 
to the runner who finish^ la^" We're proud of 
Wayne Hager, and aS the nearly 400 Secondary 
Sdiool Coaches in the Hamilton System. 

Hamilton Public Sclioois- 
We're Proud 
of tlie People 
Who Make 
Them Great ! 



The We're Proud Staff Tribute appean on the 
second Thunday of each month, in the Hamilton 
Spectator. Hamiltoa Mountain Newf, and HamilKxi 
Jounul. 



the 

SO 



New8i»tter 



M 



Issue ^k> !. 



^tevcrofaeT, 



New year gets rousing send-off 

Mm Uksa 200 K«s2toa PriadptU, Vke-^iac^»U. Sopo^ 
viton. (^idalf. Mentkio £uc^m jsei B^tA Mesihen 
CSQ6 ^icte tte CbBirwkiQ GcsHxe OQ 5cp«eaiber 3. 




tm ftyie, introrfacod hs$ fellow beid t^bie piesti, Tbcy 



Sslh Via HotM Bofid CbsinnM: Aftt Krmr. Damor oi 
E^icttkM iad SaotOtty of ^ Bo«db Kcim Rklly, Ami* 

latf Spa^ SmktK Jo^ ^sav, Sos&iss Adfoisiitrapr/ 



tlw aMM «i iMMiM tor iNi Olir ef M«MM 



pmrmmmjcimjBnomcommrm 



SVSUM S 



SPEAKEBS' 
BUBEAU 



A Compliment for You! 



mmarfvfmmim 
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SCHOOL DISTRICT NO* 41 (Burnaby, British Columbia) 



HaipH Cramps ' Collins has worked as a cusiocUan in BumaDy schools fc^ 19 
years — the Uxst seuen at Branttora Eiementary. 

7 mmk we ore doing a pretty good tob educanng the fcids coctoy. Sun?, were nm 
iiertea t^t neither ts the ux^td. One iimg I kfww for sure, people at our school 
i.vre. 

l have sue jmndchUdnm and as far as I am eoocenwt the lads at Bmn^orti 
are my grtmdchikiren $oa^ 




Jtalpli CetUna i» onm of the people who make 
I Bunwby's public schools good pla ^ to leant 




SCHOOL 



PISIWCT 41 
BURNABY 



On the 
occasion of 
your retirement from 
School District No. 41. Bunuby. 
we wish to thank you on heh^ of 
the students and residents of Bumaby 
for your contribution of 



years of faithful service 
and extend to you 
their best wishes. 




Meet 41 

of the pecipte 

who help make 

Bumaby^ Public Schools 

good places to learn 




I SCHOOL DISTRICT 41 
IBVRNABY 
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JL Regina Catholic Schools 



Fxoa the DIBECTQR'S DESK.., 



REGINA ROMAN CATHOLIC SEPARATE 
SCHOOL DIVISION NO. 81 



Mm lovitAtloii.. 




tti k«*pin9 with my coMilt- 
Mnt to ^ttt with ch« 9tmtH 
lt«ftehii^< «#er«t«ri«l And 
canitAJciagl of all sehoolB* 
w« h*v« d«v«Iop«d • «ci)*duX« 
thst mttoxdm mm ttm oppor- 
tiusltr to aoot thi« o&3*c- 
tlvo pclor to th« Christ^M 
r«eOB«. ytm sMtlnq*, fiw 
in tot4iX« will eowwica at 
4t00 p.B. shATp ftRd mil Ad- 
joum no Imtms than 5:30 p«a. 
2t Ui «y intoAtion to divcuft 
• mti^r of topicB of earroat 
intoffwst in ma op«iif frank 
AOd iofoxMtiv* Mfloor. Z 
c«t«nd mn invitatioo to tHo 
•toffs in All ftchoolo to 
attozkd tho aMtio^ in your 
oroo In ac oor d o Bco viUt tho 
•tiMdttlo that folloira* A 
■aotino with oaatrai Offico 
and Malntananco ataffa vill 
aiao IM aehadiilod la tho 

futsm to diaeuaa thoaa 
copies* 



Tuoaday, Oacaaibar • 

Mlohaal A« Xiffal Nigh School 

S7S7 Reehdala Boulavard 

St. Angala, St. S«rBadatt«< 
St. JoMMf St* Joan of hre, 
St. Joaaphat and Michaal A« 
Siffal ai9h School. 



9fadn«iday« Daeaabar 9 
o'Roill HiQfi School 

Saerad Haart, St. rrancitr 
St. Haryr St. ?atriek« 
St. Pator« St. Timothy, 
CORS and 0*Naill High School. 



Ituiraday^ Pacaobar )0 
Siatar MeGui9«n High School 
2202 - 8th Avanoa worth 

St. AmiOf St. Catharina, 
St. Gsmgosf, St. Harkr St. 
Nlchaalf St. PmaXt St. Thaxaaa, 
aad Sr. NoGui^ High School. 

TOMdayf Oaeaabor 15 
Millar ftl9h Sclml 
1027 tellaoo Avnqa 

Soly Koaary» Joan VAolar# 
Nagr. do taval, St. Andraw* 
St. AttgiiStloOf St. Oooinle, 
St. Jomgti, St. Mar9Mrlta< 
ai^ Klllar High School. 



ifadnaaday« Oaoashar 11 

Dr. Martin CaBoldua Ui^h School 

2MQ - 2Sth Awnua 

Oaabayo/ 8t. Jolm, St. t^, 
St. Mtthwt St. Ploa X, and 
Harlan and ZtaSoldua Sl^h 
Soisoola* 



SoMooa <Sraatia«a. 



iflth tho Chriataaa aaaioo epoo 
wfi ofkS aa Aw«J^ forward to 
calobratln? tha birth of CSurlat^ 
«ay t oKtand to yoo and your 
fa«lll«a a vary wars and haart- 
falt axprasaion of joy and 



90Qdinil for a happTf holy 
<SurlatAaa...May tho Haw Yaar 
hrln? yoo oootlnood 90od 
hoalth, happmass and aucoaaa 
In mil year aodoavora. 



REGINA SCHOOL DIVISION NO. 4 




Elsie Mironuck joined the Regina Public School staff in 1948. 
She was ap{X}inted primary consultant in 1962 and principal in 
1968. For fifteen years prior to her retirement in 1987, she 
serv<»i as principd of Sherwood School. 

Miss Mironuck was noted as a gifted educator with boundless 
energy and enthusiasm. Through her dedication and pleasant 
disposition, she gained the respect and admiration of cofleagues, 
students and parents. Elsie Mironuck's outstanding service to 
children was acknowledged by renaming Sherwood School in 
her honour.. 

4S 




BOARD OF SCHOOL TRUSTEES SCHOOL DISTRICT NO. 26 
(Frederic ton) 




SCHOOL DISTRICT NO, 72 (Campbell River, B.C.) 
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ST. VITAL SCHOOL DIVISION NO. 6 (Winnipeg, Manitoba) 





E.P.S. Pile: ac and (gbd,/ 


ST. VITAL SCnCXjL uIVISION NU. o 




POLICIES-GUIDELINES-PROCEDURES 


Reference: Minute 4838/86 




and 839/86 




Regulation * 


EFFECTIVE: December 11, 1986 


PSA 4 


AMENDED: 





Subject: BOARD STAFF COMMUNICATIONS 

BOARD ADMINISTRATION LEADERSHIP COMMITTEE 



I. PO LICY 

The Board oi Trustees of the St. Vital School Division recognizes 
the need and benefit of meetinq from time to time with the 
administrative oersonnel of the school system duri: i the course 
of the school year to confer collectively on educational problems 
and concerns, desired directions in which the system should be 
moving and to review and recognize the attainment of desired 
objectives and philosophies. 



II. GOIDELINES 

A. The membership of the Board - Administration Leadership 
Committee shall be composed of the followi.ng: 

Trustees 

Principals 

Vice Principals 

Senior Executive Council 

Assistant Secretary-Treasurer 

Deputy Assistant Superintendents 

supervisors 

Child Guidance Clinic Area f^ervice nirector 

B. The Committee shall be chaired by the Superintendent of 
Schools or his/her designate. 

C. Meetings may be called ■Purina the school day at the 
discretion of the Superintendent. Meetings will normally be 
called a minimum of 3 times Purina the school year, 

0. The Board of Trustees will provide for an annual sum of money 
to be included in the budget to cover the operating costs of 
the committee. 



5 (J 
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ST. VITAL SCHOOL DIVISION NO. 6 
POLICIES-GOIDBLIHES-PRDCBDORBS 



Reference: Minute # 768/86 
Regulation # 
PSA * 



EFFECTIVE: October 16, 1986 
AMENDED: 



Subject : 



PUBLIC INFORMATION PROGRAM 



X. 



POLICY 



The Board of Trustees of the St. Vital School Division believes 
that the release of pertinent information regarding its 
philosophies, policies and operation is an important vehicle by 
which its employees and the public may become better informed 
about educational matters. The purpose therefore, is to inform, 
enlighten, and educate with regard to the direction education is 
taking in this Division and in so doing to increase public 
awareness and understanding. 



II. PROCBDDRES 

A. Copies of Iloard Meeting Agenda will be made available in 
advance of regular meetings of the Board to schools, media 
and Chairpersons of recognized parent groups. 

B. Copies of unapproved Board minutes will be made available to 
local media outlets. Division schools, President, M.T.S. 
Local, and Home and School/Parent Advisory Committees as soon 
as possible after a regular Board meeting. 

C. Media releases designed to amplify or explain certain items 
from the minutes which are deemed to be in the public 
interest, may be issued after meetings of the Board by the 
Superintendent of Schools. 

D. Information items from schools which enhance the educational 
climate of that school in the community or Division may be 
released to the media by the Principal or Senior Executive 
Council • 

E. All prepared news releases issued to the media from Central 
Office shall be approved by the Superintendent of Schools. 
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ST. VITAL SCHOOL DIVISION NO. 6 






POLICIES-GDIDELINES-PROCEOURES 


Reference : 


Minute i 675/86 






233/87 






Requlation # 


EFFECTIVE: Seotember 11, 1986 




PSA * 


AMENDED: March 26, 1987 







Subject: BOARD POLICY DEVELOPMENT 



I. POLICY 

The Board of Trustees of the St. Vital Shod Division has the 
authority and responsibility to provide leadership and direction 
on all matters pertaininq to the school system. It is throuqh 
Board developed policy that the Board fulfills these 
responsibilities and governs the School Division. The Board 
recoqnizes that contribution and reaction from those people 
affected by oolicy plays an important role in policy development, 
but assumes ultimate responsibility for all policy development in 
the Division, 

Policies of the St. vital School Division shall consist of a 
policy statement, quidelines, and procedures. 



II, GUIDELINES 

A. The Board shall establish a Policy Committee of three (3) 
trustees to co-ordinate all policy development. The 
Superintendent or designate shall be an ex-officio member of 
the Committee. The Committee shall be annually appointed. 

B. Parent groups, teachers, administrators, student council, 
trustees, and residents in the Division, are encouraged to 
submit suggestions or recommendations in writing to new or 
existing policies to the Policy Committee at any time. 

C. Normally, requests for new policies or amendments to existing 
policies originating from the schools will be directed 
through the principal to the Superintendent, who will forward 
them to the Policy Committee with a recommendation. 

D. Policy proposals shall be approved in principle by the Board 
before being circulated for reaction. 

E. The Policy Committee shall receive all reactions and comments 
to proposals for consideration and possible proposal 
revisions . 

Proposed policies, or revisions to existing policies, shall 
be forwarded to the Board with a recommendation from the 
Policy Committee. 

5- 
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ST. VITAL SCHOOL DIVISION NO. 6 _ 

POLICIES-GOIDBLINES-PROCEDORES Reference: Minute I 675/R6 

233/87 
Regulation # 

EFFECTIVE: September n, 1986 PSA # 

AMENDED: March 26, 1987 



Subject: BOARD POLICY DEVELOPMENT 



HI- PROCEDURES 

In the development of policy proposals for the Board of Trustees, 
the Policy Committee shall ensure that the followinq structure is 
utilized : 

Policy Statement 

A policy statement is a ohilosophically-based statement which 
is goal-oriented and establishes the direction for future 
action , 

Guidel ines 

A guideline 
organization 
direction . 
why and how. 

Procedures 

A orocedure is a statement of who does what, how and in what 
sequence . 



defines the framework within which the 
can discharge the pciicy with positive 
It tells what is wanted. It may also indicate 
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REGIONAL ADMINISTRATIVE SCHOOL UNIT NO. 2 
Summerside, Prince Edward Island 

Source: Board Formulated Effective Date: April 7, 1987 

Minute No. : 8 7-014 



GOALS FOR ESTABLISHING PERSONNEL POLICIES 



A dynamic and efficient staff dedicated to education is necessary to maintain 
a constantly improving educational program. To this end, the development of 
personnel policies is an essential component of the program of public education 
in the Unit. The philosophy of the Unit and the community generally will be 
reflected in these policies. 

Through its personnel policies, the Unit Board will establish an environment 
that will attract and maintain the best-qualified persons whose mission will be 
to provide the best possible learning opportunities for the students enrolled in 
Regional Administrative Unit No. Two. 

The long-range goals on which these policies will be based are: 

1. To recruit, select, and employ the best qualified personnel. 

2. To honor negotiated (employee) Collective Agreements and to administci the 
Unit in a manner conducive to good employer/employee relations. 

3. To provide opportunities for inservice training programs for all employees 
to enhance professicaal growth. 

4. To conduct an employee evaluation process that will serve to obtain 
maximum staff performance. 

5. To assign personnel in a manner which ensures that they are employed as 
effectively as possible. 

6. To develop the quality of human relationships necessary to obtain high 
levels of staff performance and job satisfaction. 

Policy development will be approached with attitudes of mutual trust and 
respect. Cooperation and participation of the Unit's employees, the administra- 
tion, and the Board are essential in the formulation of personnel policies. 

Implementation of personnel policies will include procedures for the handling 
of professional and ethical concerns through which all persons or groups 
affected may freely express their views. 



5 4 
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Code: GAB 

UNIT TWO SCHOOL BOARD 
POLICY 

Source: Board Formulated Effective Date: oct. 6, 1987 

Minute No.: 87-49 Supersedes: m/a 



QUALITY OF WORKING LIFE 



The quality of working life of Unit Two personnel is enhanced 
when a style of organizational inanageinent exists that attends to 
the intrinsic needs of people (e.g. the need for a sense of 
personal worth; the need to interact with others; the need for 
involvement in decision making; the need to be recognized for 
achievement and contribution; the need to experience personal and 
professional growth) — and to their extrinsic needs (the need to 
realize fullest potential through a work situation that 
challenges, is conducive to creativity and promotes efficiency). 

To this end, Regional Administrative Unit Two will promote, 
establish, and support a Quality cf Working Life Program, 
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REGIONAL ADMINISTRATIVE SCHOOL UNIT NO. 2 

REGULATION 



QWL PROGRAM 

A. This section of the regulation outlines procedures to be followed 
in activating the program in Regional Administrative Unit No. 2. 

The Unit will . . . 

1. Establish a QWL Steering Committee composed of representatives 
of all sectors of the Unit work force whose function will be 
to promote, support, monitor, and evaluate programs pertinent 
to the concepts of QWL. 

2. Provide the services of a resource person whose function will 
be: 1) to present orientation programs to employees 2) to 
provide consultative service to employee groups re the develop- 
ment and implementation of a QWL Program 3) to provide training 
in leadership to participating employees. 

3. Promote programs re the emotional well-being of personnel. 

4. Develop programs of employee recognition. 

B. This section of the regulation describes the prcccdurt? to be 
followed in accessing the services of the Unit resource person 
and the resources of the Unit QWL Steering Committee. 

1. Any group of employees interested in developing a QWL Program 
asks to discuss such an interest wit'i the Unit resource person. 

2. The Unit resource person assists the group in the clarification 
and organization of its intent and in the preparation of a 
submission to the QWL Steering Committee. 

3. The Steering Committee evaluates the proposal and if approved, 
assigns resources to support the program. 

4. The programs will be reviewed periodically. 

C. This section of the regulation describes the procedures to be 
followed by the QWL Steering Committee in accessing Unit funds 
for planned QWL projects. 

The QWL Committee will be responsible to submit to the Business 
Superintendent by March 31 of each year a budget detailing the 
nature and estimated cost of QWL projects planned the next 
school fiscal year. 

Following normal budget considerations the Business Superintendent 
shall advise the Committee of the total budget allocation approved 
for use by the Committee. Such approval will normally be provided 
By June 30th. 
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